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AB~STRACT

This report examines retention, It provides a socioeconomic profile
nF the reqfrvitti in Naval Reserve Readiness Command Region SEVEN, and a A
t tatJ.-tI'.aI dcmtription of their attitudes;, opintens and beliefs a,'ýut
the Naval Reserve. After an extensive review of the literature, it

Sinvestigates the areas of how closely resetvists identify with the Navy

Sas a subculture, their level of satisfaction with various aspects of the
reserve program (i.e. drill, WETS, ACDUTRA), the kinds of leadership
styles believed most effective (authoritarian/democratic) and their
sense of civic responsibility. The purpose is to show how these attitudes
and values are related to the intention of reservists to reenlist in tlt ,
Naval Reserve.

DISAVOWAL OF T1E OEPARTIENT OF TIHI NAVY P'OLICIES

The opinion,, assertions, and Interpretations contained In Lhis papor
are the views of the authors and are not to be construed as official or -

as necessarily reflecting the views of the Conmnander, Readiness Command
Region SEVEN, the Chief of Naval Reserve, the Department of the Navy or
the Department of Defense.
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STUDY HIGHLIGHTS

REVIEW AND FINDINGS

Problem

The purpose of this research is to investigate and to
identify accurately those practices which, in the minds of
Naval Reservists, cause selected reservists to remain in the
U. S. Naval Reserve or conversely induce drilling reservists
to leave, consequently reducing the operational readiness of
the U. S. Navy.

Objectives

The objectives of this study are:

1. To provide a general description or profile of the
Selected (drilling) Reservists, and to further identify
specific characteristics of thoie reservists who are lost
prior to EOS.

2. To review the literature, develop a theoretical
frame of reference and explore the predictive capability of
this Generic Model for understanding retention. 1,

3. :To determine if background characteristics, cultural

socialization, leadership styles, and civic responsibility
are statistically related to retention.

4. To consider if it is possible to develop a survey
instrument to assist in military counspling so that retention
problems can be indentified early and corrective action taken.

5. To offer the results to various Navy commands for
retention and recruiting use as applicable.

Approach

To reach these objectives, the following methods were
employed:

1. Utilization of existing statistics (CNAVRKS, BUPERS,
DOD, REDCOM NINETEEN, REDCOM TWENTY).

2. Analysis of REDCOM SEVEN Gain and Loss Reports for
FY 1978 and FY 1979.

3. In-depth interviews with a stratified random sample
of eighteen selected reservists representative of the region.

4. Content analysis of letters solicited from reservists
involuntarily terminated, 47 responses of 157 letters received.

V
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12. Military rank/rate Is strongly related to the Intention to reenlist

as are age, longevity, number of ACDUTRA's and WET's attended. As
experience with the Naval Reserve increases, the more likely reservists
intend to continue their participation.

13. Most Naval Reservists are strongly identified with the Navy as
a subculture. They like things typically Navy such as calling floors, "decks";
walls, "bulkheads"; and ceilings, "overheads." The reservists' image of the
Navy is extremely positive.

14. They remember their experience on active duty as useful, and they
almost never recall feeling any hostility.

15. Reservists who are most strongly identified with the Navy are

likely to reenlist.

16. Reservists are pleased with their reserve units, the comradeship
they experience during drill and the personal appearance regulations.

17. Reservists are dissatisfied with their sense of accomplishment,
how the drill compliments their civilian occupation; how their talents
are utilized, and their amount of responsibility. They feel that both the
training and equipment are inadequate.

18. They feel that more time should be given to rate training ,ad less
time to administrative matters such as meetings and writing reports.

19. They place great value on ACDUTRA and WETS and are more satisfied
with these activities than they are with the experiences they have in the
Naval Reserve Centers.

20. The greater the satisfaction with various aspects of the Naval
Reserve, the more likely they plan to reenlist.

21. Reservists are not displeased with the uniform requirements and
personnel policies; however, these matters remain sensitive predictors of
retention.

22. Although reservists are not satisfied with the equipment or
training aspects of their reserve experience, these variables do not
predict the intention to reenlist.

23. Naval Reservists think that their Conmuanding Officers provide
strong leadership to their units.

24. Democratic leadership styles are widespread and prefered to
authoritarian leadership styles.

25. Most reservists believe they are treated fairly and that favoritism
is discouriged.

Vii



26. Women have been well integrated into the Naval Reserve. Their
attitudes do not differ substantially from those of men.

27. Blacks do not feel that they aie treated fairly, at leaksit not by
comparison with whites.'

28. The general attitude toward work among all Naval Reservists is
to place great value on intrinsic benefits and less emphasis on extrinsic
material re--nrds. This is so despite the fact that they list economic
reusons for initially joining the Naval Reserve.

29. Reservists have a high sense of civic responsibility and feel a
duty to their country. They feel that a citizen should be willing to
engage in some form of full-time community service for at least two years.

30. Most agree that conventional war is likely but are not convinced
that all out nuclear war is realistic posibility in the next 15 years.

31. Although war may be likely, they feel their chances of being
recalled are remote.

32. Reservists are well aware of some of the moral implications of
war (572 said they did not think the Vietnam War was just).; however, very
few reservists thought their participation in the Naval Reserve raised a
moral problem for tbam personally.

33. Navdl Reservists are highly involved in community affairs. They
express a great deal of interest in politics, for example, and if what

- they tell us is true, they talk politics, vote, and even campaign at
much higher levels than do Americans generally.

34. The party identification of Naval Reservists reflectrthe partisan
alignment of the American public generally. Proportionally there are about
the same number of Republicans and Democrats in the Naval Reserve as in
the country as a whole. Party Identification is also statistically
unrelated to the intention to reenlist.

35. Although partisanship does not predict intention to reenlist,
ideological orientation is important. The more conservative a reservist
sees himself, the more likely he intends to reenlist.

-36. Generally we find that the higher the sense of civic responsibility,
the greater the likelihood of reenlistment.
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Rectme-ondat ions

1 . Sensitize active duty personnel to the absolute requirement that
administrative support willingly provided for drilling reservists i•t
the summum bonum of their professional life. This is especially critical
during the first three to six months of of an enlistee's affiliation. It
in during this time that administrative indifference wreaks the most
havoc; this is the time when the recruiters' promises are put to the
initial test and when expectations and reality are compared in terms of
satisfaction. Conmand attention, sensitivity training, and indoctrination
divisions are strongly recommended. It goes without saying that receipt
of the paycheck is the single most important item which must be accomplished.
This study has repeatedly affirmed that financial consideration is the
prime mover of participation.

2. Involve the family tespecially the wife) io Reserve p.irticipattion.
Center and unit Comanding Officers should Initiate contact with the wife
and family through personalized correspondence and tamilv-orivented social
events such as cook-outs and short tours of nearby Naval and civilian
points of interest.

3. Conduct a skills inventory ot each unit and centier, concentrating I
on interest and abilities othier than those related to the reservists' rate.
Then, use those skills to the benefit of the community and the Naval
Reserve.

4. Increase reservists' participation in civic projects at the local
level. Do this as a unit on drill week-ends, ether han WET's. Thits
accomplishes two purposes: (1) It reduces tile well-documented dissatis-
faction with boring classroom lectures, and (2) It meets the demonstrated
need of reservists to increase civic involvement.

5. Increase WET opportunities to provide roilistic hands-on training.
Reprogram money accordingly,

b. increase efforts to upgrade equipment available in the Reserve
Centers. Th.ý SBS program should be accelerated and emphasized in mwv cost 4
trade-off analysis. -1

7. Screen prospective unit Commanding Officers for unacceptably high
levels of authoritRrian leadership tendencies. Validated tests are available
for this and are being used in industry.

8. Recognize outstanding performance by letters of cot1mt ndation anid
auch programs as "sailor of the quarter." Make awards at mornling quarters.

9. Periodicallv contact civilian employers and, most ospeciallv,
"rImediate supervisors and tc11 themn that the Naval Retsrvc appreciates theit
support. Emphasize that the reservist is doing a good Job and infer that
this is the result of good leadership mnd .upervi.ion on the part of the
employer.

iXi



V'. Periodically invite employers and supervisors to organized social
activiciem.

11. Provide opportunities for segmental drilling when job conflict is t

apparent.

12. Increase the efforts to overcome the feelings among minority
groups that they are being treated unfairly. This should be done by
recognizing cheir contribution to achieving organizational objectives rather
than through paternalism. 4

13. Do not underestimate the effectiveness of appeals to patriotism
and civic duty. Pay is a necessary cause of initial affiliation but Is
not always sufficient to retain the better reservists.

14. Untertake a hard look at the training program with a view to
developing innovative alternatives to what many reservists see as a dull
and dreary exercise. For example, it might be possible to reschedule
drills to take advantage of college or technical courses offered in the
community or being in trained teachers to offer a series of courses
relevant to the units' needs.
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- 1

"INTRODUCTION

The management of htm.ni- rteSouroes has become the number one
priority of all modern ,or,,plux social organizations. This is

* exemplified by the emphasis now being placed on retention by the leader- -r

ship of the 11. S. Na-,l Reserve. According to Paul Hersey and Kenneth fi.
Blanchard:

I

Most uanagcrs, if asked what they would do ii they
suddenly lost half of their plant, equipment, or capital
resources, are quick to answer. Insurance or borrowing
are often avenues open to refurbish plant, equipment, or -t
capital. Yet when these same managers are asked what they
would do if Lhey suddenly lost half of their human resources-
managers, supervisors, and hourly employees-they are at a
loss for words. There is no insurance against outflows
of human resources. Recruiting, training, and developing
large numbers of new personnel into a uorking team takes years.
In a competitive environment this is almost an impossible task.
Organizations are only beginning to realize that their most
important assets are human resources and that the managing of
these resources is one of their most crucial tasks. (Hersey
and Blanchard, 1977, p. 72).

Over the past few years retention of military personnel has become
-increasingly important to national security. (President's Commission
Report, 1970). The overall Naval balance between the Soviet Union and
the United States Is difficult to determine, yet unquestionably the
Soviets have made great progress in the sphere of material matters.
Commensurate with these developments, "there have been drastic cuts made
to the U. S. Naval program--the deletion of six submarines and 20 major
warships, the erasure of 13 important conversions and the reduction of
the Naval Reserve by nearly half can only have a weakening effect on
material readiness and morale." In comparing the Navies of the Soviet
Unlen and the United States, the editors of Jane's Fijhting Ships say,
"The advantage accruing from the education and training of the all-
volunteer U. S. Navy, with its emphasis on initiative, must however provide
a position of strength compared with a Navy manned by conscripted Junior
ratings, no matter how detailed the technical training of their superiors."
(.lane's Fighting Ships, 1978-79, p. 129). This advantage resulting from
superior manpower may rapidly erode if the retention problem of the U. S.

Navy is not solved.

Retention is an old problem in the U. S. Navy. Throughout the 19th
century desertion was at a very high level and at times almost amounted
to mass flight. Frederick S. Harrod in his recently

I
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published book, Manning the New Navy, The Development of a Modern
Naval Enlisted Force 1899 - 1940, quotes Captain William G. Temple
of tile Tennessee as reporting in 1871 that fifty-one of his crew
deserted during just two weeks at tile New York Navy Yard. (Harrod,
1978, p. 13). In another incident, Commander Francis It. Roe complained,
"My ship's boats would go ashore and men would leap out and run. If
tIle officers followed, the whole boat's crow would likely desert!"
(lHarrod, 1978, p. 13). More recently Captain Charles McIntosh. USN,
points out, "A well rvr.mhered DesLant Rullerfn in the very early
1950's bemoaned the 3 percent reenlistment rate •',ieu current."
(McIntosh, 71, p. 79).

If poor retention is neither new nor more accur.ite, what is
different is the amount of attention it is receiving. The Chief of
Naval Operations (CNO) recently Indicated that retention is his
number one priority. His keen interest in this subject is shown in
a memorandum stating CNO Objettives. In this memorandum, CNO
stresses the need to change our way of doing business to eliminate
those practices which drive good people out of the Navy, and to make
a naval career as attractive and satisfying an experience as possible."
(CNO MEMO dtd 17 Oct. 78). The Reserve aspect of this problem is
important because with the evolution of the "One-Navy" concept, the
U. S. tiaval Reserve Is recognized as an essential element of its
active-duty counterpart.

The purpose of this research is to investigate the problem of
retention and to identify more accurately some of those practices
vhich, in the minds of Naval reservists, drive people out of the
Naval Reserve and consequently reduce the operationaal readiness of
the U. S. Navy. This study is an exploration into the social and
psychological aspects of attrition in the Naval Reserve of Readiness
Command Region SEVEN.

To accomplish the general and specific goals of the current
project, a survey research design was employed involving the administration
of a 349-item structured questionnaire to a universe of approximately
2,000 Naval reservist.; ;n Readiness Command Region SEVEN. These
ro;,,,rv.!i ts attend drill. at 11 Naval Reserve Centers in Georgia,
North Carollia,, and South Carolina. The research will result in
.ight reports.

Repoit Number 1 -- A llicliminarv report concern lug descriptive
,;tat lsttcs of tho.;e soc til and psychological attitudes believed
to he associated witli retention.

Report Number 2 - An investigation into the relationship
between job satisfaction and retention. . 5
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Report Number 3 - An investigation into the relationship
between perceptions of equity and retention.

Report Number 4 - An investigation into the relationship
between expectancy and retention.

Report Number 5 - An investigation into the relationship 4_
between role perception and retention.

Report Number 6 - An investigation into the relationship - .
between cultural socialization and retention.

Report Number 7 - An investigat ion into• the relationship
between sociocconomict, military, envirotnmental charactert .,cs
and retention.

Report Number 8 - Ani evaluation of the determinzints of
retention and recommendations for change.

Special Reports - A series of computer printouts showing
the frequency distributions of the questionnaire rcspon.es
of officers and en listed persounel assigned Lo the units,
which drill at that Reserve Center.

This study examines retention trori several perspectivts. A! a
result of Ihis eclectic approach, it is anticipatec that a greater
insight can be gained into the determinants of o.tt' ttion in tile Naval
Reserve of REDCOMRECSEVM4. If an explanation of r a ion is
forthcoming, Commanding Officers may be able to predct potential a
retention problems and then take corrective measures. Higher levels
of management can take action to develop programs that are relevant

to the needs of the reservists, and in this way Increase the support
from Naval Reserve personnel necessary for operational -eaidiiuess.
It is hoped this analysis will provide the knowledge llecessarv to
adjust Naval Reserve Programs so as to retain til"e :tt- qualified
and more highly trained reservists.

Statement of the P'roblem

To explain a reservist's decision to contiinue iartitiiipating in
tle Naval Reserve, it is helpful to ask why the Andividtial joined
tihe Naval Reserve, what does he think of the program and Is elie likely
to withdraw? Why does o reservist choose to faenl ist or not to
reenI list? The answer to these questions ili part call be given by an
ex miltnatio| of the background charac terisLics of hp reservis(s, and
in par by the 0rgdlltZilt Ionl-l structrire of thc Ncvy. e ha've known
for a lonj,, time, tor example, that an ind~viduail with low intt'llI8genet'
scores and a poor educational backgrotnd is %nilikely to perfOrmn wellC.
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It Is also clear that some institutional practices and policies of
the Navy make it difficult for some reservists to maintain a L
satisfactory level of participation. It is necessary, however, to
move beyond these explanations and focus on selected social and V
psychological influences which affect the reservist's decision.
What we want to know are the attitudes, values, and behavior

patterns associated with the decision to continue participating In
the program. Knowledge of this kind is not found through speculation i=1
but by an empirical investigation. The following general questions
are used to guide our inquiry:

QUESTIONS:

1. How highly do reservists value their active duty
experience? It could be that the first experiences
one had in the Navy eatablished the orientation
toward the service for the rest of the individual's
life. If positive experiences are reinforced by good
',odt-rship wh~n the individual Joins the Reserve, I-:•
then he may become an enthusiastic reservist. On
'* other hand, many people leave active duty
issatisfied and find the Reserve program unresponsive

and irrelevant to their professional and social needs. [N

2. [low do reservists view the role they play in the

Naval Reserve? Do they think of themselves as having
a Naval career? Is it simply a part-time job? Do

they feel like they are "doing time" and as soon as
their legal obligations are satisfied do they plan
to get out? What is their level of commitment toI

the service?

3. Do reservists experience a role conflict between what
the Navy expects of them and what their family,

friends and work associates expect? Is the Navy
considered a lower status job? Do the reservists
have to make radical changes in their appearance
and ways of relating to people when they come into a
military environment? Are their moral beliefs
compatible with what the Navy expects of them? Do
reservists see a conflict between organizational and
personal goals?

4. What do reservists expect to get out of their partici-

pation in the program? Does the Navy fulfill their
expectations in so far as the development of job

skills, souial life or monetary benefits? What

aspects of the program do they consider valuable and

what do they think is worthless relative to fulfilling
their personal goals and objectives? How much do they
need the Navalj Reserve?

_a]
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5. What do reservists like about the Reserve and what do
they dislike? Do they feel adequately and fairly
compensated? Is the training considered good? What
aspects of the program do they find interesting?
Essentially do they think of the Navy as a "good deal?" b
Do reservists who enjoy their civilian occupations
also find satisfaction in the Reserve program? Do
they think military customs and courtesies reinforce a
positive attitude or are they viewed as obstacles to
overcome? Are the reservists happy with what they
are doing?

6. What do reservists think about their work? Is it p
meaningful or do they have a sense of alienation? L
What do they expect of their leaders, job content, and F
group climate? How do they perceive the organizational
and administrative practices? Is what they do at
drill considered an activity in which they can become
deeply involved?

7. How do reservist perceive alteniatives to the weekend
drill such as leisure-time activities and work oppor-
tunities? Are these competing claims on the reservist's
time? Are they so highly valued that the reservist
thinks he is making a sacrifice to attend drill?

8. To what extent do reservists feel they have a sense of
social responsibility or duty to serve their country
in some way? How important is patriotism? Is there a
feeling that by participating in the Naval Reserve
they are serving their country? Do they have a sense
of pride in their uniform?

It is our general reasoning that reservists who view their role
in the Na',al Reserve as a career involving a long-term commitment are
more likely to reenjlist than those who think of it as a temporary
part-time job. Reservists whose expectations about the Navy are
fulfilled in terms of Job skills, social life, and monetary benefits,
are more likely to stay than those who are dissatisfied. Reservists
who are happy with what they are doing in the Reserve will more
likely reenlist than those who dislike going to drill. Reservists
who feel that their work is meaningful will more likely reenlist than
those who are alienatcd. Reservists who experience congruence
between what their family, friends and work associates expect will

, more likely continue in the program than those who experience role
conflict. Reservists who see the Naval Reserve as complimc .ng
their discretionary time activities and/or Job alternative- j 111 be
more likely to stay in the program than those who ee the Navy as

5
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interferring with what they had rather be doing or should be doing. V
The more individuals need the Naval Reserve and see their partici-
pation as beneficial to their interest, the more likely they will 4
decide to reenlist. The problem, of course, is to clarify these
expectations and show how they relate to retention. An empirical
investigation of the individual's perceptions of his place in the
Naval Reserve will provide a better understanding of the factors
associated with the decision to remain in the Naval Reserve in
this region; however, the study in REDCOM REG SEVEN may be thought of
as a pilot study which if successful could he extended to the entire 4
Naval Reserve. A longitudinal study over a period of three years,
sampling the reservist's attitudes at the time he enlists in the
Naval Reserve, six months later, and then at the end of the second
and third year, would show how attitudes change as a result of thereservist's experience. For the present, however, this study seeks
to identify more accurately some of those practices, which in the

mind of the reservist in REDCOM REG SEVEN drive people out of the
Naval Reserve. The results should not be generalized to the entire
coumtry since regional differences can and do have a significant
affect. However, many of the variables associated with retention
in this area are no doubt associated with retention in other regions
as demonstrated by comparing the results of a 1974 survey conducted
in California among Naval reservists there.

[ 6
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If we can understand the comon social and psychological
characteristics of individuals, their perception of the world about
them, and the nature of the circumstances surrounding their decision,
then we may be able to explain why we retain some in the Naval Reserve 4:
and lose others. The unit of tnalysis is the individual Naval
reservist. Although it is possible to compare groups such as Reserve 7q
Units or Reserve Centers, such an approach often results in what is
called an ecological fallacy (Robinson, 1950). .•

The fallacy lies in the inappropriate transfer of group charac- 1=
teristica to the individuals who make u..p that group. Statistics
based on aggregate data such as Gross Retention or Net Retention i
Rates are useful managerial tools, but they do not dcscribe individual
behavior. The present survey design avoids the pitfalls associated
with group-level analysis because it is possible to associate directly
an individual's response to one question (i.e. intention to stay
in the Naval Reserve), with his response to various other questions
(i.e. job satisfaction). We are interested in the problem of retention
in the entire Naval Reserve, but in this study the theoretical
population is comprised of the reservists in Readiness Command
Region SEVEN.

Figurel.1 outlines a Generic Retention Model. It is essentlallv
"a frame of reterence designed to focus on these areas which provide
"a possible explanation for retention. An exhaustive test of all the
components of the model is beyond the scope of this prcliminary
report. However, such an analysis ýill be conducted in the future.
This report will be limited to a bivariate analysis showing the
relationships among selected variables and the intention to reenlist.
The model ouggeststhose observable characteristics, attitudes or
values which are important. Within each of these areas of interest,
several concepts may be formulated such as age, sex, income or
education. It is our conjecture that individuals who differ in
these properties will behave differently. If these generalizations 1
are supported by empirical investigation then we have an explanation
of that behavior. According to Fred N. Kerlinger, a theory is simply,
"a set of interrelated concepts, definitions, and propositions that
presents a systematic view of phenom.ena by specifying relationships

Samong variables, with the purpose of explaining and predicting the
t phenomena." (Kerlinger, 1973, p. 9). The behavior we are interested

Sin here is related to the decision to continue participating in the
Naval Reserve.

As seen in Figure 1.1, chis study focuses on several major
theoretical approaches: Job Satisfaction, Equity, Expectancv,
Itstrumentality, Role, Socialization, and Socioeconomic Theory. This
broad-based systems approach provides an umbrella for various
investigations. The major dependent variable is retention defined

.. in terms of the decision to continue participating in the U. S.
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Naval Reserve. Although there are many different indicators of retention,
in this study it is conceptualized as both psychological and behavioral.
First, it is the intention to reenlist or extend, and second it is the

Sact of reenlisting or extending. One interesting aspect of this study is
*: . -to see what correlation exists between intention and actual behavior. In

the preliminary reports, however, we will be concerned with intention,
since six to twelve months will be required to collect the data on

• ~actual losses.

Models of Man*

In explaining retention, the direction one takes depends to a rather
large degree on one's assumptions about the nature of man. Figure 1.2
indicates that there are many "models of Man." (Porter, 1975, p. 32).
Although Herbert Simon (1977) thinks differently, it cannot be assumed i
that man is an crganism little different from a computer. The emotional
side to Mani's life is equally as important as the rational. Although
thoughtful men have always known this, modern scholars since the time of
Freud have emphasized that men are frequently controlled by their emotions.
Behaviorists such as B. F. Skinner insist that regardless of this
emotional aspect of Man, his behavior can best be understood in stimulus-
response terms; whereas, phenomenologists insist that we must somehow get
inside the head of the person because that i.s where the determinants of
his behavior reside. (Porter, 1975, p. 33). Other scholars have concep-
tualized Man in purely economic terms. An excellent example of one such
intellectual was Karl Marx. Others of a more humanistic tradition, such
as McClelland and Maslow, conclude that Man cannot t adequately described

* solely in economic or physiological terms. Inatead, in an almost
Aristotelian way, they believe that man is concerned with self-actualization.
(Porter, 1975, p. 35).

Rat ional /

ýEconomic Phenonienol~ogia Ii

Behavioral -'Self-Actuali zl I

Emotional N.

Figure 1.2 Models of Man

*The authors are not insensitive nor uXsymparhCt1 c to the problems
of sexual bias in American riociety generally in the Noval Reserve
particularly; however, the short comings of the English languag, In not
providing itore neutral words to refer to both sexes cannot le resolved
in this paper. Therefore, wherever one reads thc word "man" or its
derivatives; the work Is mtt-nded to apply to hoth men and womeli equally.
It Is used here as a generic concept.
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In this paper we do not. come down fi-mly in support of any one of

these models of Man. At one time or another a man may behave rationally,
and at other times he may behave emotionally. Thucydides, the great -
Greek historian, noted in his History of the Peloponnesian War that
decisions based on "reason" are sound and lead to actions which enhance 4
the individual or the state; wheras, decisions based on "passion" lead
to disaster. Although io Lhis paper we agree with Herbert Simon (1945)
that Man is capable of making rational decisions, there is also a strong
bias for those generalizatioi.s based on the view that what goes on in
one's head is extiemely important in understanding dectaion making. We
are interested in how reservists subjectively evaluate their situation.
It is assumed that men are so constituted that they seek to engage in :1
activities that are not only economically beneficial but are also concerned
with more idealistic mattcrs; such as public service. Yet, the major
assumption is that men seek to maximize their own self interest, however
conceived. It is basically a rational utilitarian approach as presented
by Chester Barnard (1940).

If decisions are made by rational minds, we can assume that men try
to maximize their values (Downs, 1957) or fulfi].l their life plans for
themselves with as little waste and as much efficiency as their
knowledge of the situatJon permits. Naturally, such a person must be
able to make a decision when confronted with alternatives. He must be
able to rank the alternatives in a priority order that is transitive,
and he must choose the alternative which he feels is most likely to
advance his interest. There may he times when altruism takes precedence
over self-interest, but however Important these particular decisions
may be, they are rare. Most people, most of the time, will attempt
to engage in rational, comprehensive decision-making concerning
activities which are thought to be beneficial to them personally and/or
to their families (Allison, 1971, p. 29).

To provide an explanation of the decision to reenlist or extend in
the Naval Reserve, an examination (if the literature will be helpful.

II



Review of Previous Research

This study presents an attempt to synthesize several major
theoretical approaches to the question of why Individuals either
remain with or leave organizations. This synthesis is accomplished
via the processes of general system theory and systems analysis as
discussed by Easton (1965), Ackoff (1960) and Bertalanffy (1950). As
Garson (1966, p. 63) puts it, this approach ". . . emphasize(s) (the)
analysis of whole systems and the danger of seeking to understand
system elements in isolation from research concerning their relation
to each other system element and the dynamic of the system itself."

Previous to 1973, the vast bulk of research concerning job
attrition and/or employee turnover rates (retention) concentrated on
bivariate analyses of specific problem areas. These areas included
such items as pay, status, comfort, satisfaction, social background,
and reward equity. Mobley, et al. (1978) provides an excellent
review of this literature. However, as Mobley, et al. (p. 50) points
out, the process of attempting to explain retention in terms of a
single contributing factor (bivariate analysis) was only successful
in explaining between 5 percent - 10 percent of the variance. In other
words, the problem of retention remained 90 percent unexplained.

More recent research such as Porter and Steers (1973) and Price
(1977) empirically affirmed the intuitively obvious understanding
that many factors contribute to an individual's decision to leave an
organization. The task now becomes that of selecting and appropriately
combining those elements (sub-systems) which in toto, define the
retention decision system.

As Garson states:

Thus systems analysis may be most useful at a late stage
in research when one may wish to present one's findings under
a comprehensive theoretical 'umbrella' broadly accepted by
American political scientists. In the earlier stages of
theory construction, however, the researcher may find it
more fruitful to avoid frameworks at this level of generality

in favor of comparing and synthesizing less inclusive but
far stronger theories in relation to empirical evidence. (Garson, p. 66)

We agree with the caveat of avoiding systems aialysis at the sub-
system level (Garson's "earlier stages"), preferring to use systems

S * theory as a unifying construct giving overall coherence to the
research model. We will, therefore, initially analyze each major
portion of the generic system model (Figurel.l) independently,
utilizing the central theme of the sub-system in question as the
criterion by applying various non-parametric statistical procedures.
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The methodology of causal atialymiti will subsequently be utilized to
establish the relative importance( of each factor within the generic
model in accordance with general systems theory. A number of other
analytic techniques such as factor analysis, multiple regression and
discriminant analysis will be used in future reports.

Each major sub-system of the generic, model represents an established
theory of individual behavior in organizations. Prior to operation-
alizing the various sub-systems, it is necessary to discuss these
various theories in order to arrive at an understanding of their relative

conceptual importance In out research. Tile tht-ories under consideration

are:
1. Expec tancy Theory

2 . Equity Theory

3. Satisfa•t-ion Theory

4. Role Thlcory

5. Socializat ion Theory

In Widi t I O t tthe (ht' I'Mt, a l dt!cusslon of literzberg's Two Factor Theory,
Manlow's Need Hlieralrchy Theory an1d other supporting research are Included
although tely are not specifically identified in the generic model.
This should be done because. the Ideas present in these theories have
nurtured atnd given formn to the topics specifically identified above.

M~as low 's q !tile r rchy of._._ N oeds..

Abraham Maslow (Maslow, 1443), in a maj or Innovative research effort,

posited a unique developmentao pitradigm of hutmna nature. This paradigm
definled human nature as b.I -ompnrlsaed of two theories: innate needs
and poerceptuail or t-arii•d ti. dsA. A dlscussiton of acquired needs is nut
germattie it thl:; pIollt. Ilowevo(t, research concerning innate needs is
Celnit Vtl Lo otilt pre•10 11t effol't.

Mas low pI optivt'd a hierarchiccal taxonomy of needs, tile progreoisive
fulfillment of which definesi an inudividual's motivation and total
develI opmen tal pat(ern. 'lhift taxot•imy Is illutitrated in figure 1. 3 and in
prepoteut , that I:. to )say, more basic needs must be fult illed prior to
the ari tul hni. at it hlgher-ordr tieeds.

Tht. I ir;t and ,lmost bas ti , needs are of a physiologlcal nature such
as ttndt watt ti , i-'cop ailnd hlit ltol . "F'veedonm, love., conuiunnity f7eellng,
rNIt).OLc't, I'll I IOStyhV , tIav all Ib e waved as ide as --- uteless, sin1ce they

full to fill thit' :Ito:ich" (Maslow, 1970, p. 37).

iI
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I Self-Actualizarion

Social
(Affiliation)

(Security) I

PhysioogicalHYGIENE FACTORS -

Figure 1.3 The relationships between the motivation-hygiene theory and

Maslow's hierarchy of needs -

Source: Hershy & Blanchard, Management of OrAanizational Behavior,
(Englewood Cliffs, N. J.: Prentice-Hall, 1977) p. 67.
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N9ext in the hierarchy is safety which includes such concepts as
security, protection, law, and freedom from fear. Life experienced
exclusively tit this level can be likened to what phtilosopher Thomas
-Hobbs term-d the "State of Nature." Here, the environment is one of
total warfare and life is "nasty, brutish and short" (Hobbs, 1965 ed.)
Sinc. freedom without order is null, even oppressive dictatorship is A
preferable to chaos.

Thicd in order of precedentc, is the level which includes the
need for love and belonging. The individual is motivated by peer group
pressureai and derives gratification from belonging to a clone-knit
organization. In general, thl more st:rongly that deprivation Is
experietced at this level, the more extreme the group Is likely to be.
The more radical anti-war groups of the 1960's are representative
(Keniston, 1968).

Thc next highest leves of the hierarchy In that of Belf--esteem.
Maslow distinguishes between two varieties of this need (Maslow, 1970);
an individual's view of oneself, and the individual's perception of
how others view him. At this point, needs are concentrated around
competence, independence, and mastery on the one hand and fame, glory,
recognition, and appreciation on the othtr. Existence at this level
is defined in terms of self-identity and self-retpect. "The individual
attains self-esteem by making dectsions mid bearing their conseqttences."
(Van Dalen and Zeigler, 1977, p. 34).

lndLviduals who |)0ousess a high degree of self-esteem are motivated
by a desire for development and growth which emerges fully in self-

actualization. At this level, one is successful in developing
personal talents and skills to the greatest extent possible. A self-
actualized person Is future-oriented and goal-directed; he possesses
a strong, resilient personality, a concern for humanity, and (i
totally realistic aelf-concept. It is because of this vadre of
enliyhtened individuals that democratic societies arce able to function
and endure.

Il•l rar•htical Deveioplmet and P'Inrtica Io: Kolbr_ ,nd Conv t'se

Koh lbe rg

Using an approach similar to Maslow, l awretce Kohlb rg (1969)
postulated a sequential theory (If hum.11nan1 growth ranging from palin
avoidance at the lowest level to ahstract ethical principles at the
highest.

At CtaIgo onie, the individual is. total 1Y concrned with alvoiding
lpuni shment by another Idiid1Vi du lI WhO14 has powe'r ovcr him. This pain-
induced obdience orientaritm ( ais itoen exemplifised by thle (erman

concentration camp experiences of World War 11 (Wtightsman, 1972).



The second stage curresponds to Maslow's second level of safety1 < and security. At this level, individuals attempt to maximize short-
range advantages in a totally materialistic fashion. Banfield (1958) L
has termed this type of existence "amoral familism" wherein people do
not and are not expected to participate in any extended organizational
activity.

Existence at the third level is characterized by "conformity
to stereotypical images of what is majority or 'natural' behavior"
(Kohlberg, 1968, pg. 26). As with Maslow's 'love and belonging'
stage, peer group pressure is the norm here. Moral judgment is reduced
to that of group concensus.

Stage four is an extension of the parameters of stage three,
including conformity with the norms of society as a whole. Individuals
at this level are primarily concerned with the maintenance of the existing
social order, carrying out one's "duty", respect for authority, and
conserving the status juo. Here, organizational change results in anxiety
and resistance to innovation.

At sta3e five, individual moral consciousness is expanded from
automatic acceptance of historical absolutes to a consideraticn of
subjective values underlying societal mores. In Kohlberg's words,
"There is an emphasis upon change in terms of rational consideration
of social utility rather than freezing it (values) in terms of 'law
and order'. (Kohlberg, 1968, p. 26). This is the best exemplified by

the writers of the Constitution.

The criterion for stage six is individual determination of
moral principle. These principles are abstract and are universal in
terms of human dignity and justice. Human activity is judged from a
"numenological" perspective (Kant, 1945), and is subjected the most
rigorous ethical guidelines. Existence at this stage borders on the
metaphysical.

Converse

Similar research has been conducted by Philip Converse (1964),
dealing with levels of cr,,ceptualization. Five such levels emerged.

The topmost level includes individuals who utilize abstrEct mental
constructs as measuring devices over time. These constructs are"organized along a liberal - conservative continuum. Such individuals

are given the term 'ideologue'.

The second level is labeled "near - ideologue" and is very similar
to the first level. However, ideological yardsticks are used with lcss
consistency.

16
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The third level contahis individuals who base decisions on group j
preference. This is very similar to both MasLow'a "love and belonging"
stage and Kohlberg's "stereotype" level of normal growth.

The fourth leVel is characterized by individuals who are
generally aware of national issues, but possess 1ittle concern for

particular policy issues.

The ftial level includes those individuals who conceptualize
existentially. It is characterized by a high degree of ignorance

concerning any factors other than those which relate to personal survival

and gratification of desires.

Converue's tindings; are significant because they are based on a V
national sample while Maslow and Kohlberg were restricted in their
research to much smaller populations. It is important to note that

Converse empirically vIAidated the essenst, of MIaslow's and Kohlberg's
conc lusions.

An analysis of CoIVeLse vteld h thie following information:

1. Only 2.5% ol the popullat ion can be tern.'od "ideologue."

2. The majority of the population (42%) resides in the third
or group preference level.

3. The two l.owe,,t o,-v,10 cLon t;ain more than four tLimes as many

A mo-e recen. ntlaitonal survey conducted by Nie, Verbs, and

Petrocik (1976) found that while the proportion of the population
which could be clatasified "Ideologuv" had iiscen to b.9%, there was
no change [1i thti loWest two love l ,

tlerzber'Two Fawtor _hoory

Fiud.drick 11--li'igctS, it) a, conuip thea:;ivc ai-oly.d 1 .is o , w,, motivation,

concluded that Ir ad vdua ls poisess two cotl gor e~s of Iitillalli need!' thaint

are basically independent o1 each other (lierzberg, et a1., 1959).
Satisfying tactot- suich ais achi evcment, recognition, and responsibility
ore labeled "motivatr,'" or "at ilsfier.i," Oi the other hand,
ft us tratLn I t1 c ot't' .• nch ais co'olipul policiefl, working condit ions,
money, anti a;iU it-l, bel.d "'ivjgvenq'" or "dissatLiffotrs."
Mottivatot a alifct Indlviduals tn an Increa ingly po I ite ftashion

stinwM ieiL'Iiig I1',,n it t'0nl Id I on of Iiillftfe nce * and hvgtencs Independently
work In , i int '- eat; I tll I % ,li t ga ctf VV ( 1i l bit 1CIUR l u(Ang from tilt' ,amo

I ud i fczlv e to'i ut. L , I I ate.mtt d by I ,gI-( 1.4 , va r i ouH I n t or s
i iqacl ,•t v. n Ind Ivi dual' .1 nt i tvit [oil (v'I thor posI ti lVcy or negatively)

i1epa ratvIy I i n t ra-tit to Mat; ow's rese arch wh Ic h pet1 it ld It h Ie rarch ica 1

I/
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sequential ordering. As explained by Hersey and Blanchard (1977):1

Hygiene needs, when satisfied, tend to eliminate

dissatisfaction and work restriction but do little to
motivate an individual to superior performance or increased
capacity. Satisfaction of the motivators, however, will
permit an individual to grow and develop in a mature way,
often implementing an increase in ability. Herzberg
encourages management to design into the work en\fronment
an opportunity to satisfy the motivators. (p. 69)

Dissatisfaction occurs only when the negative tendencies contained
within the hygienes are present. However, by removing them, indifference
rather than satisfaction will result. The same is true for motivators
and satisfaction. Job satisfaction is therefore interpreted as a two-
dimensional construct; hence, "Two-Factor Theory."

Because of the similarities between Herzberg and Maslow, it is
sometimes convenient to merge the two theories. Maslow identifies needs
and motives, and Herzberg provides an insight into goals and incentives.
Figure 1.3 illustrates this relationship.

A number of writers have criticized Herzberg on both substantive
(gwen, 1964; Graen, 1969; Hulin b Smith. 1965) and methodological
(Burke, 1966; Vroom, 1964; House & Wigdor, 1967) grounds. As stated
by Dunnette, Campbell & Hakel (1967, p. 387), "The two-factor theory is
an oversimplification of the relationships between motivation and
satisfaction." It has been labeled "ambiguous" (Linsay, et al.,
1967) and "inconsistent" (King, 1970). The most significant criticism,
however, is that Herzberg fails to recognize that Individuals differ in
terms of their preferences for various reinforcers in jobs (Weiss, 1969).
This is a serious weakness. It is readily apparent that individuals do
differ in terms of aptitudes, interests, and needs. Since no mechanism
is built into either Maslow's hierarchy or Herzberg's theory to
address individual differences, it becomes necessary to Investigate
those models of human behavior which do specify the individual as the
unit of analysis. This is not to say that the foregoing is without
value; the topics addressed by Maslow and Herzberg are germane to
all behavioral research as general frameworks of reference.

Expectancy Theory

Expectancy or instrumentality theory addresses a number of variables
which impact motivation to work. It is an attempt to explain those
factors which affect an individual's choice among alternative a'tions or
behavior patterns. It is based on the assumption that individuals
attempt to maximize positive outcomes (utility) when faced with work
alternatives. Of all the theories discussed in this analysis, it is
perhaps the most promising theory of work motivation. However. it's
development thus far in the literature has led to conflict with equity
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considerations which will be discussed in the next section. Briefly,
utility maximization can result in overpayment inequity which possibly
would be dissatisfying. This potentfai .onflict further identifies the
need for a generalized, multi-variete model of decision making. it

The first major development ol expectancy theory was accomplished
by Vroom (1964). He began with the basic assumption that individuals
order their preferences. These prefe;-ences (outcomes) possess degrees

of attraction varying from negative (-I) through indifference (0) to
positive (+l). Vroom terms this attraction "valence". This should be
anticipated satisfaction and value is realized satisfaction.

The second factor in Vroom's analysis is "instrumentality." In order
to understand this term, it is necessary to revise the concept of
"outcome." Galbraith and Cummings (1967) suggested using "first" and
"second" level outcomes. First-level outcomes are basically organizational
goals such as efficiency. Graen (1969) further modified the first
level to include attaining a work role or becoming a job holder. Second-
level outcomes are individual goals such as intrinsic and extrinsic
rewards (pay, status, etc.). Instrumentality, then, is defined as the
likelihood that a first-level outcome will lead to a particular second-
level outcome, it's value ranges from -1 indicating certainty that a
second-level outcome will not be attained, to +1 which indicates
certainty that it will be attained. In effect, instrumentality becomes
the correlation between the first- and second-level outcomes.
According to Vroom (1964), job satisfaction can be defined as an
individual's perception of the relationship of a work situation's
valence and instrumentality. It is the sum of all specific valence X
instrumentality products which define the situation.

The third factor in Vroom's analysis is "expectancy" which is
defined in probabilistic terms. It is the subjective, perceived
probability that an action will lead to a specific first-lpvel outcome.
It's value ranges from 0 to +1.

The fourth factor is "force" which is a measure of an individual's
motivation to attempt a work task. It is the sum of all specific
valence X expectancy products which surround the task and can be
considered to be the amount of effort which an individ-jal will put forth
in attempting a task.

In Vroom's terms, an individual will evaluate his participation in
an organization by making a series of judgments: (1) What rewards can
the organization provide? (2) How valuable are these rewards? (3) hlat
degree of certainty is there between organizational participation and
receiving rewards? (4) How much effort will be required? (5) What is
the probability that individual participation will "make a difference"
in furthering the organization's goals?
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Lawler and Porter (1967a, 1967h) significantly advanced expectancy V
theory by enlarging upon Vroom's work and modifying it to more
explicity address motivation and performance. They combitLed the concepts
of expectancy and instrumentality (eliminating first- and second-level 4
outcomes) to form a variable termed "effort-rewards probability." This
is defined as the subjective expectancy that certain amounts of effort
will yield certain desired rewards. Thus, as reward value increases -

and as the relationship between effort and reward strengthens, the -
greater will be the effort expended in a given w'ork situation.

Also included in this model are the variables of ability and
role perception which intervene between effort and performance. Ability
is a measure of an individual's basic suitability for the task and is a
fundamental characteristic of the individual. Role perception is a
subjective self-evaluation by an individual telating to the types of
activity which the individual determines to be appropriate and F
necessary to accomplish the task.

Lawler and Porter (1967b) also introduce a differentiation between
"extrinsic" and "intrinsic" rewards. Extrinsic rewards are tangible
items such as pay and promotion, and intrinsic rewards are intangible
items such as feelings of accomplishment and self-esteem. They found
that performance is more directly related to intangible rewards and
that satisfaction is dependent upon receiving a fair distribution of
these rewards.

The significant difference between Vroom's model and Lawler and
Porter lies in the manner in which satisfaction is treated. For
Vroom, satisfaction is a future event; it is concerned with expected
fulfillment. For Lawler and Porter, satisfaction is dependent on past[H
events (Porter and Lawler, 1968) and the subjective fairness of the
reward distributions resulting from them. This is important to the
present study. The proposed general model allows for the interplay of L
both past and future events. i

Equity Theory

As discussed by Tuttle and Hazel (1974, p. 11), "the basic
ass•umption of equity theory is that individuals have an expectation
of a 'fair' or 'equitable' rewards level which they should receive
from a social exchange. To the extent that this equitable level is
not met by the actual rewards, feelings of inequity are generated."
Inequity is assumed to be unpleasant, it is also assumed that attempts
are made by individuals to reduce it. Although several approaches to
this topic have been made (Adams, 1963; Homans, 1961), we will follow
Tuttle and Hazel (1974) in using Adams (1963) for the present
discussion.

According to Adams, social (work) exchanges are composed of
inputs and outcomes. Inputs are those attributes such as ability and
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motivation which are brought to the exchange, and outcomes are the
individual's return on the exchange. These outcomes can be positive
(pay, status) or negative (monotony, injury) and they must have
marginal utility to the individual. They must also be perceived by the
individual as outcomes.

Inequity is a relative phenomenon. It exists in relation to
the social comparison of the inputs and outcomes of other individuals.
From this comparison, the individual develops subjective expectations
of fairness in the exchange process. It is also a composite measure
in that there are many basic exchanges in any complex decision to
join or remain with an organization. In general terms, the value of
all inputs must be perceived to equal the value of all outcomes in
order for a state of equity to exist.

Since inequity is assumed to be unpleasant, Adams (19b5) describes
six possible methods available to individuals in their attempts to
reduce it. (1) He may raise or lower his inputs, (2) He may attempt to
change his outcomes (union activity), (3) He may cognitively distort
the value of inputs and outcomes as discussed by Festinger (1957),
(4) He may quit, (5) He may sabotage the people with whom he is
being compared, or (6) He may change the object of comparison.

It is interesting to note that inequity can result from both
overpayment and underpayment. Also, Pritchard (1969) suggested that
an individual can serve as his own object of comparison. Feelings
of low self-esteem and psychological alienation can arise from a
perceived inability to live up to one's internal standards. Similarly,
feelings of anomie can be triggered by a sense of being "different" or
"better" than one's associates because of being overcompensated.

Satisfaction Theory

Many studies of job satisfaction have indicated a strong negative
relationship between overall satisfaction and retention. These
studies include MangLone (1973), Marsh and Mannari (I077), and Hoblev,
et al. (1978). A significant exception to these findings is Koch &
Steers (1978) who found that the relationship was statist icallv
insignificant. Of particular interest in the military setting is a
study by Graen & Ginsburgh (1977) in which satisfaction with leadership
waA strongly correlated with retention. The satisfaction dimension
was identified as the quality of leader-member exchanges.

Our research follows the lead of Smith, et al. (1969) who addre.-ýs
job satisfaction in terms of multiple satisfactions related to "feelings
or affective responses to facets of the situation" (Smith et al.,
1969, p. 6). As quoted in Tuttle & Hazel (1974), Smith et al. desscribe
satisfaction as follows:
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We hypothesize that these feelings are associated with
a perceived difference between what is expected as a
fair and reasonable return (or, when the evaluation of
future prospects is involved, what is aspired to) and
what is experienced, in relation to the alternatives
available in a given situation. Their relation to behavior
depends upon the way in which the individual expects that
form of behavior to help him achieve the goals he has
accepted (Smith et al., 1969, p. 6).

We focus on satisfaction in a similar manner to that addressed

by Smith et al. and Tuttle & Hazel. This strategy is summarized as
follows:

1. An adequate model of satisfaction must take into account
interactive effects among variables.

2. Relationships between satisfaction and overt behavior vary
from situation to situation. F

3. Relationships between satisfaction and behavior cannot be
reasonably expected unless the behavior can be considered to
be an appropriate means of expressing satisfaction and
dissatisfaction.

4. The manner in which questions are asked affects the time
perspective of the respondent, and therefore affects the
alternatives he considers.

5. "Satisfaction is a product of other variables, and it may
or may not serve as a cause in itself (Smith et al., 1969,
p. 162)."

6. There may be a relationship between satisfaction and behavior
since the same variables producing the satisfaction might also
produce the behavior, or changes in behavior may act to change
the situation and, therefore, satisfaction.

7. The relationship between satisfaction and performance will
vary depending on the aspect of the job being studied.

P. The importance of each aspect of the job situation influences
the individual's feeling of satisfaction. Importance is
considered to be a function of the discrepancy between the
existing situation and the alternatives available.

9. Legitimacy, the group norms defining tho legitimate require-
ments for a job for a specified group, influence the acceptance
of a task and the attitude toward it.
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10. "it is, thereforc, the interrclationships of objective factors
of the job, of individual. capacities and experience, of
alternatives availIable in the company and the cominunity, and
of the value. of the individual, that can be expected to
predict satisfaction and performance (Smith et al., 1969,
p. 165)."

Role Theory J*

Role refers to the met of b1iiavi or patterns ascribhed by society ii
to individuals occupying posittions. A role i.: tile expected behluvior
associated a normative cultural pattern. According to Newcýomb (1952), 4
Parsons (1951), and Lieberman (1977), a fundamental pobtulatt, of role "-
theory is that an individual's atIttuds art, influenced by tht, role
which that person occupies fi a social system. However, this must bt,
viewed multi-ditnensionall 1y dict' tie thit tact that individuals play
several roles concurrently because of t(1i1 complex MILulre te Of n iodl'
society. Each role hats certain rights and duties aSsoclatOd with Lie IiO
part Ic-ular position held, and at time:: these cole-s may conflict.

Louls A. Zurcher, Jr. (1965, 1968, 1977) has diftltrtent i iteil the'
variout roles which individuals assume in terms of "dominiant" role U
and "ephemeral" role. He further dinaggregates the dominant role
Into two categories: operating dominant roles which iare those roles
currently being enacted, and model dominant roles which :tre either
previously abandoned roles or ideal, potential roles. He discusses
ephemeral roles as "temporary or ancillary position-related behavior.r
patterns chosen by the enactor to atlisfy indlvidual needs incompletely
satisfied by the more dominant, roles." (Zurcher, 1977, p. 753).

Ili tihe present sttdy, onte'4 poslltlion with tile Navitl Res.erve is
defined its an, epiermeral role. Following Zurcher (1977), tile purpose
of this is to examine the Impact of conflict between domitnatt (civilian)l
roles and the Naval Reserve (ephemeral) role. It is po.ited that
civilian (domintant) role sati.sfaction is correlated with Naval Reserve
(ephemeral) rol satt Isf nctfclion and that ti Is rel ntatot ih Ip I; a predictor
of retention.

l.ieberman (1977) ditcussed the di.•tnction between
tile effects of roles oil peotn 'tp a attitnilsm and tihe ('i 1eel t li t-14es on

their act'ionsli, Ts is 1i1mlportant to the plretsent study i,,camit, wc
are addressing til, relatttonishuip between the itntention to retnlil;t

(attitude) and tie fact of reenlistment (action). Since act ion.s ire
overt a1nd directly obscuvab le, ia person who ill lt4 to, Icihaivtc in Walys

aplpropr I iatv to it st role can be I dent I f VlI 1nd CtOliSn V I C'o.

At t It Udts, howe.ver , aire not. overt . Althtbttgh a ii I lCrton tIu. behanve

in Hitch at way as to reveal his4 attitudes, more often hi, behavio or Is
P,. prolte i tton a I nsti UtCtIil rtevelIltions. If wi' ils iltmw a1 tited for pIetoplv
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to have attitudes that are internally consistent with their actions,
a change in attitude will enable a role eccupant to make a rational
change in his actions. Hoenver, actions are antecedant to attitudes
and must therefore be addrestAd via attitudinal modificationst. A

Lieberman (1977) found that attitudes are Influenced by roles.
Therefore, the intention to reenlist (attitude) must be addressed
not only in termg of ephemeral role satisfa'tton, but additionally
from an understanding of the role' position of the individual in the t
Naval Reserve. Consistent changes in attitudes have been found when
role positions are modified so as to provide such items aN Increased --1
leadership capability and increased work responsibility (Lieberman,
1977, p. 171; Stouffer, et at., 1949).

Aq the generic model (Figure 1.1) illustrates, a synthesis of
these rule factors provides a personality base line from which expectancy

can be addressed.

Retention In the Active-Duty Na• y

Before examining attrition in the Reserves, it would bhi beneficial
to review some of the reported difficultites in retaining pvrsonuvil
in the active-duty Navy. Kist articloe on retention are descriptive
esays relying on the insights of Individuals to penetrate beneath

the surface, to evaluate the ilLtuation, and to recommwnd solutiona.
Recent articleg in the V. S. Naval Institute Proceedinq cover tilt-
water front including discussions of the surface Navy , avIat ion
activities, and submarine forces. The titles of some ot thet-e essays

give one an impression of their concerns-- for example, "Tilt, Frnstration
Factor,"; "The Effect of Sea Pay -in Retention,"; "The Quiet Crisis In
The Silent Service," and "A Solution to Retention: The Open-lEnlded
Enllstment."

hthese articles merit ciloste attention for two reasons. Ohe , they
reflect the ideas and attitudres of articuilatr, and thought ful Navy men
who are willing to Nhatre teir it-nsights ilt( thiet problem of retention;
and two, these essays selctrid by the edittors of the 1. S. Naval
1 nsHttttut eProc'cdi~•. atie an foi idil ton of what the Navv consm t, rs
sertous problem areas in manr itng. More import ant ly, tlhese art ic-If'
demonastrate a willingneess to confront the retention problems directly
e, venu it this stitbJective approach provide s IttlIe empirical information
upon which to base a retention policy.

L.T,1(; F. G;. De'ni'ler, In discussing retentioon In tilhe surlice Navy
says, "Every separation is a stlent re'jection of a system hat seems

trot to herli too wrl I tihe q(M111 tonS nor conisldr•, tOO long tile lin"Wer *

(I)engleIC , 1471, p. 34). "Wei-' -edtucated yoting ren, real't d iii a ctilitit'
that encoura'ges voca¢l ,aivoc-ac' of i odividtdual rights, arre Impatictnt and
mystified by tin organization tIhat Lolerates poorly equipped Ahips•

1 '' '' '' -v•-V3-•, •Y



senseless drills on tank that tile ships clearly aren't capable of
fulfilling, inadequate technical training and lack of knowledge of the
enemies' capabilities by the men who man these ships." (Dengler, 1971,
p. 36), "They leave because they do not know whether they are a
vibrant part of our defense force or run-of-the-mill officers manning i-
an antiquated patrole force of militarily inconsequential ships." Vj
(Dengler, 1971).

"t"Obviously the Navy is not providing the sort of environment in
which today's young man wants to pursue as a career." (Harris, 1971,
p. 30). LT Malcolm S. H:irris says the military seems to be far from
the main stream of American life. Young people who have only recently
come from colleges and universities where they were encouraged to
question, to analyze, to remain open and to be creative, find themselves
in a cloistered, insular, isolated world where like-minded people
almost uniformly identify their conservative political opinions with
patriotism. "The young officer sees a career pitch which emphasizesI
retirement plans, fringe benefits, and other aspects of a womb-like
security rather than a well-reasoned delineation of the Navy's oppor-
tunities and future relevance." (Harris, 1971, p. 31). What the Navy
should emphasize, according to LT Harris, Is the challenge of comnand
at sea, the fantastic responsibilities of being on 0OD underway, the
chance to serve one's country, and the excitement of foreign travel.
The older people who are concerned with pay and benefits, mlke aln appetal
based on their status in life, forgetting that the young "guys" are
somcwhcre else. Instead of the dreary benefit pitch, what we need is
a new professionalism rooted in public service and individual
achievement. (Harris, 1971, p. 31).

In an article on reteation of Naval aviators, CAPT James E.
Williams, points out that a 1966 Pilot Retention Study showed that
"deprivation of family life" was the number one reason why most airmen
left the Navy during the previous five years; and a second survey of
pilots still on active duty indicated that the factor which would most
influence them to remain in uniform would be "more time at home."
(Williams, 1972, p. 50). It has long been the conviction of CAPT Robert
W. Dickieson that "The retention rate of Navy men would go up signifi-
cant ly , if we paid more attent ion to the manner In which the famtIi est
of our sailors are created." (Dickleson, 09, p. 140). Yet th. Navy

*in trying to soften the legitimate difficulties of the "brown-buggers"
raises questions of discrimination against the young single sailors.
"Most of the "benefits" that are important to the older men and his
family are unimportant to young single people. The Commissary is
useless, the E'xchange offers little, and given the rigorous physical
requtirements to get into the Navy, the Medical/Dental services are seenli
as i1notheCr t.xVmpllt' of someone else's betnefits - mots tly dependent..

(Harris, 1971, p. 26).

I .



There seems to be wide agreement that pay alone is not the answer
to the Navy's retention problem. Despite raising pay raten, retention
is declining. (Harris, 1971, p. 26). However, CDR 0. H. Cress, points
out that it is imperative that the Navy provide just compensation for
work done. The retention problems of the Army and Air Force, for
example, cannot be justly equated with those of the Navy. Special
rewards are needed for going to sea. (Gress, 1973, p. 117, 118).

Johin Roger Fredland wonders, "How to keep the junior officers and
enlisted men in uniform now that they have seen the great society."
(p. 44). In a basically hedonistic culture, with built in full employment
he feels that pay equivalence is not enough to overcome the tedium of
barracks (shipboard life), physical discomfort and grubbiness,
protracted separations from family, unexpected changes of orders that
disrupt family life, frequent unsatisfactory housing and often being
viewed by the civilian population as second-class citizen. The
critical variable is to build pride in uniform and internal eqprit de corps,
but it is also necessary to improve the material well being of the
average sailor by providing private rooms, good cafeterias, a 32-hour
work week, liberal leave and liberty policies, military sabbaticals and
leaves of absence for as long as three or four years. (Fredland, 1970,
p. 44-47).

Not everyone is couvinced c.hat these benefits are necessary to
maintain high retention. CDR F. B. Shemanski provides a chronicle of
the trials and tribulations of building a team that was able to endure
a long eleventh-month deployment off the coast of Vietnam. In spite of
bad weather, poor equipment and other adversities, he was able to develop
a capable closely-knit crew. After the ship finally returned to California,
the team was decimated by whet he considered to be callous enlisted
detailors who reassigned the men to other ships which were soon to go on
other long deployments. The result was that his retention rate dropped
from a high of 85 percent to a low of 20 percent. The men who were not
transferred wanted to get out because they said they were afraid that what
happened to their former shipmates would soon happen to thiem. (Shemanski,
1971, p. 29).

According to CDR Shemanski:

"No amount of money, no increase in pay, no mushrooming of
four bedroom, two bath, modern housing units; no plethora
of gleaming commissaries and free parental care will compensate
for the frustration factor when it insidiously infiltrates
itself into the soul of a man or a ship. If we don't stop
outraging our young men (by senseless assignments, broken
career patters, long tours at sen In the same job and a constant
shattering of personnel system) as a routine matter of course,
regardless of tne financial structures that lead us to these
regrettable actionH, we will have nothing but admirals, captLains
and boot seamen draftees to run the superb new ships . . .
competent as the aging captains may be, they won't make it out
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of the harbor entrance, much loss he able to face an implacable
enemy with any efficiency or expertise In the practice of war.
Except for the Nuclear deterrent the rest of our fleet
is as unready as a paper fleet manned by statistics and as 4
vulnerable as a congeries of soap bubbles, mostly for the lack V
of experienced men, and mostly because of the frustration
factor." (Shemanskl, 1970, p. 32). A

There seems to be general agreement that what the Navy needs is
"leadership - men who are not afraid to stick out their nocks and
stake their careers on needed reforms." (Thamm, 1971, p. 31). What is
missing is "the lack of Individuals to assume total responsibility for
those serving under them.'" What we have today art "pol Iticians-in-
uniform" who have been advanced because they recognire that it is more V.
important to be "diplomatic," "acceptable," and "dependable" thann

"effective." They have forgotten the virtules of ''seIf-s.crifice,''
"humility," and "cotrrdntment." Is it 31nV W'onIder ti at hl:f!,i Iically t he U
leaders in war have come to prominanr", as a result of deep seloct ions.
(Mclntosh, 1971, p. 59-63).

In corcliding his almost Nietzchen-llike call for strong leadership.
CAPT Mclntoah offers a creed for Naval Officers;

1. 1 Sliall w'lgh my every action against its ult im~ate ol icett; oil
each man and officer in my command.

2. 1 shall not hesitate to risk or Aacri' Cloe my personWAl welfare
in order to gain the well-being of those entrusted to me to
lead.

3. 1 shall lead my immediate subordinates, not ,eomend them
Impersonnaly, and 1 shrll demand that those subordinate•s In
turn lead their owi subordinatet.

4. 1 shall never torget that I owt,' to etach titliold linatt, an )m;tal lit
greater than that individual owes to ne.

5. 1 i;hall bhear individual I l ',pons lb1I itl-x eac per'st o tildi'l iIW L

6. 1 shall reai1ze that no one must beli hvc my wodis hiut that all
will believe mv actions. (Mcintosh, 1971, p. 13).

CDR Arthur M. Osborne a iso reasons that tilt, nloot itnportiliit t,' t it'tf t
in the retention effort it th, personalitv ol thve commliitdling of[ict, and
his ability to inspire pintriotism, provide it chol lng1I, develop ae I. lulgi
of responsiblb 1tv, and niak', serving Oil hlil; slhillall a ii J'-abie' cxp'rt eirc
for his juinior officcers. The comm'landing o I |ct nco t u•st ,•ard a nt makikl.,
life dreary, overhurdened withI pane r walk. waitchis jo-iali.11 -,ild a temso
of operntions that lhas no end in Sight. (Ot'boru, 1972, p. 121).
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Yet it must be admitted says RADH Bruce Keener, Il1, that when a
young person joins the Navy, he may never have been away from home before
and may not respond to strong leadership. In our permissive society, he
may have been catered to and coddled by overly indulgent parents and
teachers. The Navy can be a rude awakening for such a person and :I dif I.csll
retention problem for a Commanding Officer. RADM Keener offero an
interesting caee study of his experience with a young 20-year-old sailor
who continually got into trouble and who was eventually discharged for
administrative unsuitability. After a series of Captain's Masts, numerous
letters to his parrnts, and other efforts to cajole and correct this
young seaman, one cannot help but come to the conclusion that even
painstaking care by an understanding Commanding Officer is not always
enough to overcome the problems of growing up. In a kind of fatalistic
recognition of the intractibility of the problem, the Captain of the
USS Seattle (AOE3) wrote the following letter to the parents of this
young man:

"I am not saying that life in the Navy is easy. It damned
well isn't and only men can rurvive it. Neither am I saying
that it is or should be popular. It never will, be, and
certainly not now. However, it is very necessary that our
country have a Navy, and if it is not manned by your son and
people like him, then who?"

In addition to managerial, training, and leadership difficulties
so poignantly discussed in the articles of the U. S. Naval Institute
Proceedings, a number of other kinds of problems have increased the
retention problem. For example, there has been a general decline in
the number of people in the primary recruiting age group, a reduction
of the manpower pool after the Vietnam War, and the development of an
all-volunteer military force. The potential impact of these changes
have been discussed extensively in other forums, but they have not been
clearly understood nor have the problems raised been resolved.
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Background REDCOM EEG SEVEN RETENTION STUDY

The present research project has a considerable history pertinent to
understanding the concepts suggested as explanation- of retention and the
development of the questionnaire used to mea.ure these -OllerpLd. rtn
design and content of the project is based on a review of the Loss and
Gain Reports submitted each month by Commanding Officers of the respective
units, responses from letters written to all personnel who were involun-
tarily terminated, a series of in-depth interviews conducted by the
retention officer of REDCOM REG SEVEN in three Reserve Centers, and from

the literature in the social sciences. These preliminary investigations
formed the basis of the current more comprehensive 1979 survey research L
project. The 1979 Retention Study is an effort to determine if these
findings are representative of attitudes in the Readiness Command

generally, and to develop a profile of those lost prior to EOS.

Gain and Loss Reports

An analysis of the Gain and Loss Reports as shown in Table 2.1
indicates that the largest percentages of losses result from poor atten-
dance, work conflict, and personal conflicts. Forty-six percent of the
loses resulted from poor attendance, 29 percent from some type of work
conflict and 11 percent from a personal conflict. The remaining reasons
trailed off into figures of less than 5 percentage points. The reasons
for FY 79 losses parallel those in FY 78 with attendance representing 42
percent, work conflicts 34 percent, and personal conflicts 6 percent of
the reported losses. These figures are reported as of 7 May 1979. The
only noticeable difference here seems to be an increase in work conflict
as an explanation for attrition. In FY 78 work related problems were
given as a reason in 29 percent of the cases, whereas in FY 79 this
figure had increased to 34 percent.

Responses from reservists involuntarily terminated

On 12 January 1978 Region SEVEN's Retention Team commenced a nine-
month program in which letters were sent to reservists who were terminated
from active drilling status for unsatisfactory performance. They were
asked to explain the circumstances surrounding their termination and to
express their feelings about the Navy. About 47 replies were received
representing 30 percent of the letters sent out. A personal letter has
been sent to each of these men thanking them for taking the time to give
us a better understanding of our retention problem. Also, an effort was
made to deal with the specific items raised by their individual comznents.

All but one of these individuals were controllable losses and all
have severed their tie with the military. Many of them, however, would
like to return to the Naval Reserve if given an opportunity. Almost all
of the respondents expressed appreciation for having a chance to give their
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TABLE 2.1 REASONS FOR TERMINATIONS FY 78

AlReason Percentage.

At tendance 46%
Work Conflict 29
Personal Conflict 11
Moved 4
School Conflict 3
Family 2
Active Duty 2
Transferred Non-Pay 2
Medical Disability 1

Total 100Z
N - 292

I

Suurce: Loss and Gain Reports mailed by NRC and Unit Commanding Otfic'erg
FY '78. REDCOMREGSEVEN.
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opinions and most of them claimed to be proud of having been in the Navy.
Although this is encouraging, it also means that the criticisms made of the
program are from that 30 percent who have the moot positive attitude
toward thr Navy. We hnven't heard from the 70 percent who are mos(
dialrwit Id. lTherefore, tile at( iLudem t'xprttored caninot he litiiipreted nA1
reflecting the general attitude of all reservists or even thoee who IPave
been involuntarily terminated In some ways. however, what they have to
say ih important because they are from reservists who would like to have
stayed in the program but were "forced" out. Ii

Of the total number of responses, 42 percent indicated job conflict
as the single most important reason for the termination of their drill r
status. The second major reason given was boredom. From their individual
narrative replies, we begin to Set ant insight into some underlying reasons
for terminations which are associated wi.h poor drill attendance. Some
excerpts from the replies to the Retention Officers letters is illustrative
of the kinds of problems noted.

"I had written my conmanding officer . . . that I would uot1
be drilling . . . because of a job conflict before I ever
missed a drill. The only reply I received were missed drill
notices.

I was very dissatisfied because of the disrespect for the
reserves . . I'm not going to drive 400 miles (round trip) for
experiences such as this.

The Program I was in was excellent but the OIC was slack [
(On) one occasion he and (leading PO) left (us) to return home

(on our own) after a weekend drill (WET) because the military
flight had been cancelled. . . some of us didn't have enough
money to catch another flight. We had to borrow money to catch
a bus and were out one day's work. [

My thoughts of the Naval Reserve were good until I went to "
the meetings. I was bored to death.

I joined the Naval Reserve to better myself and learn
I did not join just to go, sit down, and clean up all the time. V

I would have liked to stay in the reserves, but I didn't
care for the lectures that didn't pertain to my rate."

The major source of difficulty seems to be the perceived unresponsive-
ness of unit personnel to problems of the reservists. This is especially
evident in regard to drilling difficulties, rate changes, and loss of
billets.

The second major area of concern was training. About half of the
responses indicated that the men were bored. Many believed their training
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was irrelevant and out of date. Soie mentioned equipment problems,
hostility to the lecture method, and dissatisfaction with too much time
spent on such items as drug programs. The main thrust of their remarks I
seemed to be that much of the training simply was not meaningful.

Vie third major problem area concerned personality conflicts either
with reserve personnel or active-duty support personnel. In an indirect
way they also relate to the first problem discussed which was the
tmresponsiveness of the unit to the individual's persanal and professional
difficulties.

These replies are instructive for what they omit as well as for what
they include. For example, only one reservist mentioned hair or the
uniform. Only a few complained about money, and there were no remarks
which could be interpreted as anti-military. Most of the men seemed to
like the Navy but were dissatisfied with the responsiveness of the unit
to their personal problems and with the training they were receiving.

Tn-_epth Interviews at Selected Reserve Centers

In the fall of 1978 a series of in-depth interviews were conducted
at three Naval Reserve Centcrq. One of these centers was on the coast,
the other in the midlands and the third in the mountains thus representing
a geographical cross section of REDCOMREGSEVKN. At each of these reserve
centers six people including two commissioned officers, two petty officers
and two seamen were interviewed for approximately an hour. They were
assured that these interviews were confidential and that their name would

not be connected to any of the remarks they made. After a short warm-up
period these sailors talked openly about what they thought was right and
wrong with the Naval Reserve. The following ate some representative
selections from these discussions. They represent a compilation and should
not be attributed to one person.

Things are so disorganized that right after muster every-
thing falls apart and it sLays that way until we leave. People
just lay around and fall asleep . . why not? We must have
heard that same old lecture a thousand times. Anyway, there's
no equipment and even when you go on a Weekend Away (WET)
and have equipment, nobody bothers to help you. Training is a
waste of time. There's no Incentive to advance. Why work
for second class when all you are going to do is sit around.
I'd be embarrassed to go back on active duty jecause I don't
know my job. If you don't know what you are supposed to do,
they'll treat you like a boot. It's really a waste of time
to come out here.

It's really easy to get your back to the wall around this
place. The CO of the Reserve Center is pretty Luderstanding,
but I have had them sit on such things as a waiver request
until it's too late for me to do anything about It. Also,
if you have a legitimate excuse for missing a drill, why
do they treat you like it'e a punishment, and make you do
things like cut the grass or sweep or paint? These are the
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things a janitorial service should do. We ought to be
concerned vith training. There has been a great deal of

-improvement, but it's still bad. At least it's better than
my last duty station where the only thing that was any good
was the food.

When I first got in the Naval Reserve, I went on a destroyer
out of Alexandria, Virginia. The CO of the ship had a
meeting when we got back and confessed that he was worried
about going to sea with a bunch of reservists, but he wanted I
us to know that he was really proud of the way we performed
and he'd go to sea with us anytime. That really meant a lot

to me . . I've never forgotten it.

I just got advanced and I got to thinking that I would really
miss the drills if I got out. When we changed to weekend
drills, it made it possible to make lasting friend-'ips. The
unit cruises also gave us an opportunity to get together off
duty and have a good time. The last time we went on a WET,
we took our baset Ill gear and really enjoyed playing ball
together. I took my fa.iliy on ACDUTRA and it was nice to get
away and do something different. I even got to fly in a 1

helicopter.

The most important thing is training. The men want something
important to do. They need specific jobs so they don't beccme
floaters. This is especially true of the Chiefs. As a
counselor, I need a private place to talk to the men . . .
place where they can swear . . . when a man starts swearing,
you know he's telling the truth. We also need to have more
fun and more recognition. The officers should recognize the
assistance Chiefs have given them in their own advancement. One
time a Navy Captain told me that I was responsible for his
having those four stripes . . That meant a lot to me.

In the Naval Reserve, a good deal of attention has been given to
factors believed to be associated with high levels of retention. These
include the quality of leadership, level of professionalism, and awareness
of the retention problem by all personnel in the Naval Reserve. Further-
more, it has been assumed that good comumunicatirns and smooth working
relationships promote high levels of retention. Clearly a meaningful
training program and a responsive administiative system are thought to be
important. The effectiveness of the Retention Performance System, made
up of the retention officer, career counselor, senior petty officers,
"comeissioned officers and the reserve center personnel, as well as those
officers on the Readiness Command Staff, contributes to achieving
retention goals. In addition to management influences on retention,
environmental circumstances may either support or discourage reserve
participation. For example, in times of economic prosperity, individuals
become less dependent on the income they earn by participating in the
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Reserve. In periods of wide-spread anti-military attitudes, reservists
may be uninterested in being identified with the Naval Reserve lest they
subject ýhemselves to criticism from their peers and the inconvenience
of being called back to active duty. Despite the attention given to -4
these important factors, the Naval Reserve has continued to experience
unacceptable losses. Perhaps a better understanding of retention can he
gained by studying the perceptions of the reservist and those variables
associated with the decision to stay in the program.

The Survey Instrument

In the winter of 1978-1979 a structured (closed-ended) questionnaire
based on the preliminary studies done in REDCOM REG SEVFN and a review
of the retention literature was developed. Of particular importanice was
the study done by Louis A Znrcher in the San Francisco and Los Angeles
Readiness Commands in 1974. (Zurcher, 1974). The Survey of Marine Corps
Enlisted Personnel 1976-1977 conducted by a research team at the
University of South Carolina (Mobley, 1976), the Navy Human Resources
Management Survey (Navy,117p), and Frank L. Mixner's study of the attitudes
of the United States Naval Officer toward Human Relations Management
(Mixner, 1978) were also helpful. The comments and criticisms of the
students in a class in :;co2e and Methods at the Citadel, the Military
College of South Carolua were beneficial. By early June 348 struc-
tured questions had been developed. One open-ended item was added in
case the respondents had additional comments they wished to make. The
survey Instrutment covered the following general areas of interest:

QUESTIONNAIRE

Introduction

1. Letter from RADM CILMJORE, USNR
2. Protection of Privacy Statement
3. Instructions

Part I Standard Backgiound Item

Part II Retention
a. Reteiition Measures
b. Reason for Joining
c. Recall to Active Duty

Part III Satisfaction Scales
a. Civilian job and Active Duty
b. Naval Reserve Drill
c. Expected Satisfaction
d. ACDUTRA/WETS

36



Part IV Time Utilization
a. At Home
b. At Work

Part V Training

Part VI Leadershi
a. Supervisor's Performance
b. X/Y Supervisor Rating

Part VII Attitudes Toward Work Generally

Part VIII Attitudes Tov.ard Naval Reserve [
a. Social Climate (Cu0 ttre)
b. Unit cohesiveness

Part IX General Social/Political Attitudes I
a. Social

b. Political
c. Economic

Preliminary Administrative Procedures

During the Spring of 1979 the Comnmnding Officers and Officers-in-
Charge of the Naval Reserve units, and the Commanding Officers of the Naval
Reserve Centers in REDCOM REG SEVEN were briefed on the need for a command-

wide retention study. They were given an opportunity to express their
opinions concerning the possible explanation for attrition and advised that
their cooperation would be needed if the study proposed for the summer
was to be a success. On 11 June 1979 Rear Admiral William J. Gilmore,
USNR, wrote a personal letter (See Appendix A) to each Commanding Officer
and Officer-in-Charge advising them that this study would not be used for
inspection purposes nor would the findings be reflected in their fitness
reports. Also on 11 June 1979 he wrote a letter (See Appendix B) to
the Commanding Officers of each Naval Reserve Center and the Commanding
Officers of the VTU's instructing them to administer the questionnaire in
accordance with the forthcoming instructions to be found in NAVRESREDCOM
REGSEVENNOTE 1040 of 12 June 1979. This Notice (See Appendix C) along
with the verbatim instructions (Appendix D) provides the detailed instruc--
tions for administration of the survey. There is also a letter to each
reservist on the first page of the Questionnaire Booklet (Appendix E)
which stresses the importance of retention, requests the cooperation of
each individual in the Naval Reserve in providing this information, and
points out that the questionnaire is voluntary. If a reservist consents
to answer these questions, his privacy is protected.
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The statistical analysis was accomplished using the Statistical -4
Package for the Social Sciences (SPSS). The study was first established
as an SPSS file (See Appendix C) and then processed using the various
statistical programs.

Statistical Analysis

Since this initial report deals with descriptive statistics, the i
more sophisticated techniques of multiple regression analysis, factor

analysis, and a discriminant analysis have been deferred in favor of a
straightforward presentation of the data. Later reports in this series
will utilize the above-mentitoned processes to strengthen the general
model presented here. Descriptive differences in mean population
characteristics will be illustrated through the use of means comparisoni
charts as the first method of analysis (Blalock, Chapter 5). Th Is
technique is quite effective in identifying the lactors that relazt, to
the choice of one situaticnal characteristic over another.

RelationlhIpN among variables will be illustrated through the use
of cross-cabulated contingency tables. Ulnikc means comparisolns. this
technique will indicate the stretagth or degree of relationships amon8
variables (Blalock, p. 275). It will also permit certain characteristics
to be isolated. As Blalock states (p. 303), "In most practical problemq,

it is necessary to control for one or more additional variables which
may be obscuring a relationship. The phrase 'other things being equal'
is used to emphasize this fact."

In addition to the above, histograms and trend charts will be
utilized to visually assist in the discussion of decision preferences
and changes ovei time.
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Since the Naval Reserve is comprised predominately of Navy Veterans,
many of the retention problem in the U. S. Navy are reflected in its
reserve forces. The problem comes in keeping these veterans productively
pwq'loxu.I i,, thl Nsvjl PpRtrve Pfter thev havP been trained on l ctlve dt v.

to~ the 01tar o.r Nav~il kckott ye NAVKfn j , "1Tim ict.iti~tia i ov

done an admirable job in soliciting former active duty personnel into
joining the Naval Reserve, the critical area is in retaining them."
(CNAVRES Itr 30 May 78).

The decision to stay or to leave the Naval Reserve is, after all, an
individual matter. While this decision may be affected by unique personal
factors, the excessive number of controllable losses indicates that some
general reasons may contribute to this attrition. With the removal of
conscription, the decision to join the Navy in the first place is a choice
made by the individual who is not operating under any legal compulsion.
The choice of a Naval Reserve career is even more of a free choice. In
the Naval Reserve 81 percent of the drillers are voluntary drillers.
In the real sense of the word, everyone is a volunteer. Moreover it is a
decision which must be renewed frequently when the reservist is called
upon to reenlist. If we can predict this decision, which is more often
than not a decision to get out; it may be possible, as CNO directs, to
remove the major obstacles to retention.

There are many official reasons for losing Naval Reservists:

TYPE OF ATTRITION

Ll - Discharged (a final or complete discharge which severs all

contractual service of obligation/obligations)

L2 - To Extended Active Duty (any service)

L3 - Transfei to another Reserve Component (other than the U. S.
Naval Reserve)

L4 - Transfer to Individual Ready Reserve (same component)

L5 - Transfer to Standby Reserve (name component)

L6 - Transfer to Retired Reserve

L7 - Death

L8 - From Enlisted to Officer Status

L9 - Other Losses

This study focuses on those who are eligible to reenlist or extend but
choose to drop out.
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Figure 3.1 shown the scope of the retention problem in REDCOM REG
SEVEN in FY 78. Of the 1568 enlisted onboard, the total retained was 54%
(852) and the total attrition was 46% (716). The Readiness Command lost
312 (483) of the onboard strength prior to tile end qnt ti 5W).. • •t•-
Ten percent (149) were dischatmed because they failed to rvenlist or extend
at the time their reserve military obligation expired and 5% (84) did not
reenlist for other reasons such as retirement or death.

The major retention problem is with those Reservists who are lost 1
prior to their EOS. This is further dramatized when you realize that of
the 716 attrites, 67 percent were lost prior to EOS, 20 percent were
discharged, and 12 percent were lost for other reasons. Many of these
reservists simply stopped coming to drill. The reason for their departure
may never be known and when reasons are forthcoming they often arc those
which they believe will most easily be accepted as legitimate by their
Commanding Officer. One purpose of this study is to develop a profile
of those reservists who are lost prior to EOS, and to provide an analysis
which moves beyond surface explanations.

In this Readiness Command only -241 (383) ot those onboard re,-ulisted
or extended. This is moderated by the stability sector representing 30%
(469) of the reservists whose enlistments did not expire nor did tiley
discontinue drilling. Actually 54% (852) of the ieservists were ret liled.
The Gross Retention Rate vias 35 percent which is extremely important
since this statistic is considered by CNAVRES as tile most significant
indicator of L-eteution. Gross retention is calculated by dividing tile
total eligible plur the total ineligible into the total reenlisted aid/or
extended. Net Retencion in the Readiness Command was 72 percent. Net
Retention is calculated by dividing the tctal reenlisted plus extended by
those eligible to reenlist and/or extend. These figures are used to
calculate trends.

A somewhat sobering fact is tihut tit 1978, tile Readiness Command'A
recruited 706 reservists aud lost 716. D,.sr.It,, an out.qtanding roc'uitiltng

record, the 'Command found It.e]i With a deici t of -10 tIt the cud of thi-
FY 78. As of 31 May we ark +344 whitl iq a ctPsiderable iinproventenL.
Since recruiting trends are stady', gatn Is a result of r.tt cltioLl. IlI the
Naval Reserve, the tradition has boon thit inJd viduals are V.OI i €oi tt tilt'

back door as f:r:t i.r" they can be brought L-k the front. This mav not b-

a problem, if the new recruits are more capebic and more highly ii ,Ii .1d than
those lost, but this seems unlikely given the lcso to tile Navy ol personniel
trained III Navy schools ou'd indoctrinated iII NavaL k-uWL0M.... As i). tu~rns

out. many of tile new rec t'its art' brought into thie ',lNt'I'S oil the"
Advanced Pav Grade (APM;) ,rosram in which civil I tntI wt li no ,rex, I ,tos
military experleLi1'te art, given military rate or r-ink based on th'ii proeis--
sion al bhackgrotnld. Th' APG progralr, incre.ases tit' ski I 1 pool II tLhe Rest'er ',e,
but this i- purchased at. thlt prict Of t a gr'At' i -IV dit'ei Mil IittVo itlddoC-
tr tnat ion. At the present ti me thlt APG 's contstt i ntut about f v c let'rc,2t

of the reservists it Readlness Comnmand Region SEVH4.
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ONBOARD COUNT (1568

TAL ATTRITION 46I (716)

FiurNELIGIBL.RS 36% (5671
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I

TOTAL DISC 5% (84)
10% (149) •

R E L S / X E D D STABILITY SECTOR
24% 383)30% (469)

TOTAL RETENTION 54% (852)

uRI)SS RETENTION - 35%
NET RETENTION - 72,*
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The number of personnel who are lost in this Readiness Comand, would
be less disturbing if REDCON REG SEVEN were among the worst Readiness
Cowvands in the notion. In fAct, REMCOM REG SEVEN is among thO best'
It% t0711. htIis Vow tn|d wrt ni.vri bolow avr i It % atti ' 0* 4 1 It" I. n ai'ft I ol

statistics, and most often was found among the top two or thres. Ali ot
31 May 1979 the Gross Retention Rate for REDCOM REG SEVEN was 38 percent,
whereas the CNAVRES Average was 31.1 percent. The Net Retention Rate
for the Command was 74.6 percent, whereas the Net retention Rate for
•NAVRES was 67.4 percent. Clearly, REDCOM KEG SEVEN Is well above average

compared to the other Readiness Commands.

The Intention to Reenlist or Extend

In this study retention is measured by asking the following questions:

1. Do you intend to reenlist in the Naval Reserve when your
enlistment expires?

2. if you had to make the decision at this time, what
would you do?

3. How frequently do you think about trying to get out of
the Naval Reserve?

4. If you had to rate your chances of staying in the Naval
Reserve on a scale from zero (0) to ninety-nine percent
(99%), what would you say are the chances you would
remain in a drilling unit for another year? For another
three years? For twenty years?

Figure 3.2 shows that 37 percent of the reservists said they definitely
would reenlist, 16 percent hope to reenlist, and 27 percent were uncertain.
Only 6 percent thought reenlistment was unlikely and 9 percent said
they definitely were going to get out of the Naval Reserve. Clearly those
giving negative responses were in a small minority. The difference
between officer and enlisted intentions is substantial. Sixty-two
percent of the officers compared with 34 percent of the enlisted say they
definitely will reenlist. As is well known the major retention prohltem
is within the enlisted population. If intentions among both officers
and enlisted correlate positively with actual behavior, the prospect tor
higher retention rates in Readiness Command Region SEVEN looks extremely
good. There are only a few who have definitely made up their mind to
get out, a larger number who are undecided, but most reservistreither hope
to or definitely plan to reenlist.

This picture may be deceptive if the undecided .eservists shift to

the negative end of the spectrum. These 519 undecided reservists combined
with 313 reservists who think reenlistment is unlikely compose approximately
one-half of the individuals in the Naval Reserve in this Readiness Conmmand.
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Like the swing vote in an American election, they are the deciding factor
in the success of our retention efforts. If they could be persuaded to
stay, our retention problem would be solved.

The majority of the reservists are leaning toward reenlistment
and are positively disposed toward the Navy; but according to the 31 July
1979 retention statistics, Gross Retention is holding steady at 3.1 percent
and Net Retention is 71 percent. Although most reservists intend to stay,
a rather large percentage of these undecided reservists change their minds

and decide to get out. Nevertheless, most reservists say they seldom
think about getting out of the Naval Reserve and when asked if they would
reenlist again at this time 71 percent of the enlisted reservistranswer
affirmatively.

Figure 3.3 indicates that 29 percent of all reservists say they never
think about getting out, 27 percent rarely consider such a prospect, and
only 29 percent sometimesgive this matter any attention. When one moves
to the negative end of the continuum, 9 percent say they think of leaving

often and 4 percent think of getting out constantly. Most reservists
intend to stay in the Navy and rarely consider leaving, and this is true
whether they are officers or enlisted. Thirty-four percent of the
officers compared with 28 percent of the enlisted say they never think of
getting out. There are, of course, 6 officers and 61 enlisted persoinel
who say they think about it constantly.

If a reservist's expectAtions of his chances of staying in the
Naval Reserve dre any indication of his committment, most reservists are
career motivated. In the cumulative frequency of reservists' self-rated
chances of staying in the Naval Reserve for one, three and twenty years,
over 50 percent of the reservists give themselves a 90 to 90 percent
chance of staying for another year. When asked what their chances of
staying for three years over 50 percent of the reservists give themselves
an 80 percent chance of remaining in the Naval Reserve. A similar
number think they have a chance to stay for twenty years. We might infer
that reservists who expect to stay for at least three years are likelv
to stay for a full career if given the opportunity. Of all those questioned
only 10 percent say they have less than a 20 percent chance of stayingr,
in the Naval Reserves for another three years, and 11 percent of the
reservists say they have a 20 percent chance of staying for twenty years.
Clearly most reservists think the odds are in favor of their continued
participation. This bears out Chester Barnard's Theory (Barnard, 1940)
"that the majority of an individual's decisions fall into a "zone of
indifference". Indifference in this context does not mean that one does
not care about the Naval Reserve: rather, it infers that many decisions
such as the one to continue to participate In organizations are made
relatively automatically. The prior decision to initially participate

"gives impetus to continue, much as inertia will continue to move an object
after It is initially propelled.

F

t 47

------------------- |~---



1-44

t" --

44 4. 4 .

-44

1-44

-4 C-4!

*1,4 ,,.4 ,q4 7-
4- c-a 0 Lf

0 0.J ,H • 8)

w Li C14 -
u0

* 8.

* 4.,,4J

, 0)

* •
•- - Np" - - • .' " :- -- 4. 0

-.. . 0._ ., __ " "

Si~ -

-___I

~-4 H'

1-4 C'4



ij

If we control on rank, we see that over half of the enlisted reservist
---- give themselves a 90 percent chance of remaining for another year, an 80

percent chance of staying for three more years and a 77 percent chance of
staying for twenty. The most frequently mentioned (mode) estimate for
all three time periods was 99 percent. These estimates are not essentially
different for the entire reserve population presented in figure 3.2;
-although, when the officers opinions are added to those of the enlisted
personnel, the median scores are increaaed. 4

• The major findings in this chapter are that most Naval Reservists
intend to reenlist, rarely think of getting out of the Naval Reserve,
and believe their chances of staying for 20 years are quite high. Naval
reservist are career motivated. Nevertheless, past retention records
show that attrition is high. that many reservist do drop out of the program
and that the manpower managers in the Naval Reserve do not fully under-
stand why. The following chapter provides an analysis of the social and
economic variables associated with retention.

t I
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CHAPTER IV

BACKGROUND CItARACTERISTICS
AND

THE INTENTION TO REMNLIST
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To this point, retention has been discussed without examination of tile

forces behind these patterns, There are a wide range of social, economic,
military and situational factors to account for the reservists intentions
and expectations about the Naval Reserve. While all of these relationships
exibt and are important in understanding and interpreting level's of
retention in the Naval Reserve, one must be careful not to overstate tile
case for any single social or economic characteristic. often a particular
socioezonomic variable' Li. simply an itidicator of a cluster or pattern of
relationships that exist as a determinant of individual behavior. For
example, age is important because it indicates a number of things about
a person's situation; however, age in and of itself does not necessarily
"cause" an ind(vidual to behave in one way ratber than ianothier. AfLer
examining several of the more important background characteristtic., it. I:;
apparent that several are related to retention.

Before analy-tig these sociological deterMilnants of individual
behavior, let us turn to an examination of why the reservists theminsilvleA
say they initially cnlisted in tile Naval Reserves and why the.y cul11 iut,'
to participate. This subjective assessntent conforms to Vroon's (1964)
definitior, of expectancy as being perceptual rather thaim obletLiVV.
Table 4.1 shows a rank ordering of these motivations for : hs', .ts iIt
Readiness Command Region S.VIN compared to thet ati ted,, o .11i Reaerviat$

in Readiness Command, San Francisaco atd Rendiness Comti.ind, ... Angeles.
Theise California renervistswtre sanipled by Lieutenant Commiulder Louhi A.
Zurcher an part of a retention study conducted In 1974.

.- relationship between the attittudes of reservistia this Rh H li
Command and those of reoervist/in Callfonula In 1974 are almost perfectly
correlated. Tile rank ordering of vihat is moat Important Is prilt icIl ly
identical. The primary motivaticn is economic, This strontgly support-i
Downs' (1957) Theory of why individuals Jotin organizations. Twenty
percent of all the reservists in Readiness Comtmalnd Region SEVEN and 23
percent of all tile reservists in Californii give _drill pa_ as the, niolt
important reason for tnittal ly en latti g in the Naval Reserve. Ret i reen t
is a close second with 23 percent in KI".I)CtKR(;G SEVEN nnd 31 perrlet In
REI)COMS SFKAN and M)SA giving this aa thi moat Importaunt reason for
joining the Navy. When you look only fit enlltisted personnel Iin REI)COMR1:6
SEVEN, 28 percent gave drill pay as tihi' Moit impol tant VVA.d-4Oil f ill ,,111.
the Naval Reserve and 22 percevt Indit'citi' ret, trenint wtas thei, p'rh lrliv
reason. Over 50 p•rcent in nal catogortle, gavw vither dri 1 I pay ef
retirement an the reason why thc.y .Joi•ned the Naval Reni'ryve. When asked why
they centinued to participate, 30 percent of thlie reaerviqts fit Rveadil-,.4
Commiand Region SEVEN gave retirement as tilt- nuribe. onte expllanhat Iotl illid
about 26 percent gay,' drill pay. It appeIars4 that c,'ti'll i lltl' to
drill fox the same iesson they signed op to hegin with.

The scond 1110HI I t11ort i!t i eaall teavi f i .lt I I ll y J*illillygb .h N1 x'1v
Remerve is that leso rviintsi were e'i[letl rtllllid1tui\. dri Ic, lot !I Iht-,. •ie , l , oIII

of n sense of pintriodtim. Call foruia hnd more miandatory d ,Illol,'a mm' wits
slightly more patriotic thrin tihe Southiens , but tile prt rce ne I I ttlt':"
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TABLE 4.1 1

-COMPIARISON OF THE MOST IMPORTANT REASON FOR AFFILIATION WITH THE NAVAL AA
--RESERVE AMONG RESERVISTS IN REDCOMREG SEVEN, REDCOMSANFRAN-LOSA -

Reason REDCOMS SFRAN & LOSA REDCOMREG SEVEN
% (1974) N % (1979) N

Most Important

Drill Pay 23% (728) 29% (563)
Retirement 31% (679) 23% (435)

Second Most Important

Mandatory 31% (679) 12% (231) t
Fatriotism 12% (375) 11% (217)

Third In Importance

Other 8% (241) 7% (136)
Change of Pace From

Civilian Employment 5% (169) 5% (88)

Fourth In Importance

Professional Advancement 4% (121) 2% (42)
Drill Training I ( 39) 2% (41)
ACDUTRA 2% (1 3) 2% (33)
Friends 2% (45) 2% (28)
Change of Pace From [

Family 2% ( 47) 1% ( 26)
Recruiters Influence 1% ( 27) 1% (24)

Fifth In Importance

Business Contacts .2% ( 7) .5% ( 9)
Ceremonies and Uniforms 0% C 0) .3% ( 6)
Influence and Authority .2% ( 7) .2% C 4)
Social Events 0% ( 0) .4 ( 4)
Status 1% ( 14) .2% ( 4)
Exchange Privileges 1% ( 18) .1% ( 1)

Source: 1979 REDCOMREG SEVEN Retention Study, and 1974 Naval Reserve
Personnel Attitude Survey by LOUIS A. ZURCHER

*Percentage figures that do not total 100 percent are due to rounding

errors.
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are very close. Eleven percent of those in REDCOM SEVEN and 12 percent in

California gave patriotism as the reason for enlistment. Third in impor-

tance, reservists listed a change of pace from their civilian employment|:
and a rather large percentage (7) gave "other" as an answer indicating Jl

that their reason for enlisting was not given or that they couldn't make

up their mind.

Two thirds of the reasons listed on the questionnaire received little

consideration. Few reservistsenlisted for training or professional [
advancement. Only 2 percent gave these kinds of explanations for their L

reason for joining the Naval Reserve. Even if one adds the three
categories of professional advancement, drill training and ACI)DUTRA together
one obtains a percentage figure of approximately 6 percent who came into
the program because they were impressed with the training opportunities.

When asked why they continue to drill, only 1.6 percent listed training

as the primary reason. For an organization that spends mo.sL of its |
time training reservists, this is an important fact. One reason why 3'.,
percent of reservists say that classroom sessions are what they like least t
about the Naval Reserve may be that training was very low on their list of

reasons for coming into the program. When one rcaches the bottom of the
list, one sees that least important of all are business contacts, cere-
monies and uniforms, influence and authority, social events, status and

exchage perivileges. In fact, only one person in this Readiness Command
claimed that exchange privileges were his number one concern.

It should be noted that although some of the reasons given for

Joining the Naval Reserve are not indicated as primary, they still may
be important as part of a pattern of incentives for continuing that
participation. The message of these responses, however, is that economic
motivations are head and shoulders above everything else. This is true
whether one is an officer or an enlisted person. This was true five years
ago in California and It continues to be true presently in the general
environment of South Carolina, North Carolina, and Georgia.

Relationship Between Background Characteristics and Retention

Turning our altention to the relationship between background
characteristics and the intention to reenliss, we group thCs ' variables
fito thret categories: Socioveconomic, Military and Situation E1nvironmental.
These variables will be discussed as prima--y conditions for explainjin
retention.

Scrioeconomic Characteristics are those attributes derived from anl

individual's membership in social groups. These characteristics are
easily recognizable because they have to do with o,[.ect ivy lactual asptL Is

of tie individual. Most of these variables; are associ ;t ed wit 1, a lcr.on 'N

stattis in :;oclctv. 1, Is ass-umed that inudividuals who ha Vt tht
attribut.eC:; Leud to respond to the world about them in slinilar ways beealost'
the) have had cLnMmoui life expcriences that arc likely to affect t lir
behavior. A significant body of literature supports thii assumiptIon.
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See Merton (1957), Kerlinger (1973), Robinson (1950), Nle, et al. (1977),
and Forcese & Richer (1970). Obviously social characteristics such as
education, age, income, race et. cetera are important in many areas of
life and they provide one set of parameters i.hich guide the career of a
Naval reservist.

Table 4.1 shows a profile of the typical Naval reservist and how
these socioeconomic characteristics are related to retention. Looking
at the last column under "number" in this table, we see that 91 percent
of the reservists are males, 84 percent arc whites, 65 percent Protestants,
74 percent are married with an average of ýibout 2 dependents each. The
Naval Reserve in Readiness Command Region SEVEN is predominantly male,
white, Protestant and married with several dependents.

The relationship of the.,(: social characteristics to retent ion s also
presented in Table 4.2. Under the first column, we see that 41 percent.
of the males compared to 28 percent of the females say they definitely
will reenlist; 43 percent of the whites compared to 19 percent of the
blacks say they definitely will reentist*; and 45 percent of the married
reservists compared to 1 percent who ire single say they definitely will
reenlist. When you control on rank, 36 percent of the en1listed males,
38 percent of the enlisted whites, and 40 percent of those enlisted who
are married, will definitely reenlist. The percentage figure for
blacks is tinchsnged, but the percentage of single enlisted personnel who
say they definitely will reenlist drops 3 percentage points and among
women it drops 4 percentage points. Although the differences in percentage
are slightly decreased, the positive relationship between these socio-
economic variables and intention to reenlist persist. There is little
difference between Protestants and Catholics; however, Jews and other
religious groups are less likely to have made the decision to stay than
individuals itt either of these major religious categories.

The most significant trend in explaining retention is the number of
"dependents" a reservist may have. As the number of dependents increases
from "none" to "five plu.s", the percentage figures increase from 23
percent, to 38 percent, to 45 percent, to 51 percent, to 47 percent to
59 percent who say they will recliist. The greater the number of dependents,
the more likely the reservists intend to remain in the Naval Reqerve. o•d
reason for this is pure economic need, but it could be that p.rticipation
in the Reserves also provides ,in alternat ive social environment since .nly
1 percent of the reservi.-t la-rh i' that a change of pace fruim fanilv was
their primary reason for affiliating and almost 30 percent indicate drill
Sas the most important motivat ion, economic vJt'e social variables must
be dominan t.

*Sinll0 L ht re wort on.INv 12 1ld i is , orieit :Ils and 10t others in the l

sample, thoy welt, exclude'd from thet fnlnlys l.
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TABLE 4.2

RELATIONSHIP BETWEEN SELECTED SOCIAL VARIABLES AND THE INTENTION TO
REENLIST IN NAVAL ',,SERVE

REENLISTMENT 1NTF.NTION

Definitely Hope Don't Unlikely Definitely Number
Will To Know Will Not

Sex
Male 41% 17% 27% 6% 9% 91% (1,683)
Female 28% 21% 397, 5% 7% 9% (168)

Race
White 43% 17% 24% 6% 10% 84% (1,538)
Black 19% 18% 49% 7% 7% 15% (272)

Rcligion
Prot. 46% 18% 25% 6% 5% 65% (I,Ib6)
Cath. 43% 19% 24% 4% 19% 18% (2.32)
Jew 28% 23% 287 4% 17% 3% (47)
Other 21% 14% 37% 8% 20% 15% (262)

Marital Status
Married 45% 18% 25% 5% 7% 74' (1,370)
Single 16,% 13% 40% 12% 20% 18% (329)

Dependents
None 23% 14% 35% 10% 18% 27% (493)
One 38% 18% 25% 6% 14% 18% (331)
Two 45% 19% 25% 57 5% 23% (429)
Three 51% 17% 25% 4% 2 71 20% (374)
Four 47% 21% 26% 3% 2% 8% (148)
Fivv or More 59% 10% 27% 1% 3% 4, (70))

Source,: 1979 REDCOMREG SEVEN Retention Study

*Pcr.rc.litagv f igures that don't total 100 percent are due to rounding errors.
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One of the most linp-r ta.,t indicators of social status and one's

attitudes toward the t-A.r,. age. ihe Navy has been in a state of
rapid noc1il trannitli. ,I around 1970. Zurcher says in his 1974

Rt se-y, "t-,:,t t," 14•v ,' N' enr4 ago was vert different from the Navy
iof thrce yoturs ago, espjic1a1ly concerning personnel policies, technical Asophistication, and prtecepcion,-; of •i,, N'clu~e of war". (Zurcher, p. 85). !

Today these changes are no len;s signific:itct in( are no doubt reflected
in the attitudes of Naval Reservists. it i,. ai.so true that as individuals
grow older they inevitably i;ur iocrva..ed te.:;ponsibilities, and their A
attitude toward life gencrallv is modified. Tihe "carefree" life of one's-A
twenties rapidly is transformed into the "eirdens" of middle age.
Children appear, mortgages are acquired, and taxes have to be paid. Aside
from economic responsihilitie: that might encourae,• one to continue his
participation in the Nv.\al :, . es as l,,: becomes older and the vested
interest incurred in i;,, ,• f.e le are also creatures of habit.
Once a pattern of part tipation is ocstnhlisiied, it will be continued if
that behavior is rewarding.

This reasoning impiies t;.. .. i ., l.,,m':. older, the more likely

he will be retained in t'e tj:v:i: 0,-.crot'. gore 4.1 boars out this logic.
The percentage figures of ,l.cs.c in th.ir e.trlv twenties who intend to
reenlist are very low avezhot ,iit 1) percent. After age twenty-seven,
it climbs so that withi ri, i. group of the early thirties, intention to
reenlist is about 35 poCrnL,•. .I,; rie iidle to lat e th 0rties well, over
half of the reservists Intend to rL'LCliiSV, ;tmU this trend continues.
The older you are the mua e Iiý- ]v you intend to reenlist.

Since drill pay was given is the iioqt n•po:f.ior reason for initially
affiliating with tie Nivalz Resorve, tonec li gh:. O, pe :t that those who had
the least income would hc Thu li!:-elv 1:c intend to reenlist. Figure 4.2
shows that this is not theW cdur. :\s inconi increases, the percentage of
enlisted reservists whe say t,!,v Jji!itd to reenlist increases. Those
least likely to reenlist are. iný LI,.- income catt.gory of $3,000 to $5,999
and those most likely to r .ýnliLt are in the income category $24,000 to
$26,999. The positivc 1clacios::;hin between inicom,e and retention increases
isomorphicly until you re.-_c" d,ii incmac of over $40,000 and then the curve
begins to turn down. It doei nit., mowv.r, di-q, to the level of those
in the lower income cacegoi ih'-. ()f Llioee in, the lowest income brackets
only about 20 percent p1)!!; to r'-ill :i;t, l tLhose in the midoii income
brackets more than 50 ],*'.- i in It, noon:, .st mnd tho. in the highest
income categories ibout it 'e"-ent will r,'n list

- These findings tt:Iid tL, :;Utjpan'_ t.'a•:]ow':, fihcur th.;t individuals whose
existence is primarily it the iVi,.' wive , lii,; 'ositjd hierarchy are
"unable to fornimulate loog t , i .... aud. Al . m.d '•.r a (1903) found

similar attitudes ;1m ing h l l',-dl. i " md i'.' i aJm , who were. reluctant to

participate in orp, I /;t
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We see in Table 4,3 that 53 percent of the reservists view themselves t
as middle class citizens and 25 percent think of themselves as working
class. This squares with their reported income. Most Naval Reservistiare
middle income people. On the extreme end of the class continuum, only
6 percent claim to be upper class and I percent claim to be lower class.
Twelve percent reject the idea of class as describing their social status.

Reservists are also employed primarily in white-collar jobs.
Fourteen percent claim to be high-level executives, 16 percent business
managers, 12 percent administrative personnel and 12 percent in clerical
work or sales. When one turns to blue-collar jobs, we see that 28 percent,
almost twice as many as in any other single category, are skilled workers.
There are only 2 percent unskilled and 1 percent whose primary responsi-
bilities are in the house or taking care of children. The 9 percent of
the population who art students should be classified as white-coilar.
Although this classification by the color of ones collar has lost much of
its meaning, the breakdown by employment does provide an insight into the
social and economic characteristics of the reserve population.

The educational level of Naval Reservistgis quite high. Twelve
percent have some college and 23 percent are high school graduates. Only
about 5 percent did not finish high school. Nineteen percent either
gained an associate degree or attended technical school, and 13 percent
either went to graduate or professional school. Because of the educational
requirements to become an officer, most of those in higher educational
categories are officers although almost 30 percent of the enlisted say
they had some college.

It is a co mmon finding in the literature of participation that
persons of higher socioeconomic class tend to participate at greater levels
than persons of lower socioeconomic etatus. This process is known as
the "standard socioeconomic model of participation" (Verbs, et al., 1971)
and is presented below:

Socioeconomic Status -- 0 Organizational Orientation -- * Participation

The explanation for this relationship has been thoroughly documented
by Verbs & Nie (1971); Verbs, Nie, and Kim (1971); and Rusk (1976). It
is that increased levels of the components of socioeconomic status are
generally accompanied by more positive attitudes about organizational
lifestyles. Th,-se positive orientations tend to move the individual to
higher levels of participation.

Host Naval Reservists are well paid, highly educated and have good
jobs. They think of themselves as Americans who come from either working
or middle class backgrounds. We have shown that age and income are
related to the Intention to reenlist, but is this also true for social
class, employment and education?
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TABUE 4. 3

RELATIONSHIP BETWEEN PERCEIVED SOCIAL CLASS, EDUCATION, NATURE.
OF EMPLOYMENT, AND THE INTE_.TION TO REENLIST

REENLISTMENT INTENTION

Definitely Hope Don't Unlikely Definitely Number
Will To Know Will Not

Social Class

Upper 6,1% 14% 11% 7! 8% 6% (102)
Middle 47% 17% 24% 6% 7% 53% (972)
Working 28! 20% 35% 5% 10% 25% (465)
Lower 16% 16% 21% 16% 32% 1% (0Q)
Reject Class Idea 28% 13% 381 7% 15% 12% (21t)

Employment

High Executives 62% 17% 15% 2% 3% 14% (258)
Busn. Mgr. 55% 16% 17% 5% 7% lb% k295)
Admin. Pers. 46% 17% 28% 5% 5% 12t (224)
Clerical/Sales 29% 201 341 91 8% 12% (210)
Skilled Emp. 33% 18% 33% 5% 11% 28% (505)
Semi-skilled 274 15% 361 6% 22% 6% (107)
Unskilled 21% 18% 41% 3% 18% 2% (34)
Students 14% 12% 39% 19% 16% 91 (170)
Household Worker 39% 15% 23% 8% 151 1% (13)

Education

Eight Grade or Less 55% 27% 9% 9% 0% 1. j )
Some High School 32% 17% 27% 8% 17" 4. tbb)

High School Graduate 32% 18% 30% 5% 14% 23". k42'9)
Some College 29% 14% 34% 10% 12% 24% (450)
Associate Degree 36% 16% 35% 6% 8% 12 2'3)
Technical School 37% 18% 35% 4% 7% 7% (123)
College Graduate 50% 22% 18% 5% 5% lo1 (286)
Graduate School 61% 12% 20% 4% 2% 8% (1'9)
Professional School 65% 162 12% 7% 0% 5(z l'0

L Source: 1979 REDCOMREG SEVEN Retention Study,

*Percentage figures that do not total 100 percent are due to roundiug t'rror. .
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Looking at Table 4.3, it is clear that the higher the perceived class,
the more likely one is to stay in the reserves. As one moves down the
column from upper class to lower class the percentage figures drop from a
high of 61 percent to a low of 16 percent. Looking at the employment
categories, a more objective measure, we see that a similar pattern prevails.
Thsere is a siight irregularity between clerical and skilled employees and
mother anomaly if you consider household workers, however, the percentage
figures start with 62. percent among unskilled workers. The higher the
employment category the higher the retention rate. Reservists who think
of themse'ves as upper or middle class and who have good Jobs, intend to

continue their Naval Reserve participation. Those who are working class
are more uncertain. -but only 15 percent of these believe that reenlistmont
is unlikely or impossible. This class-related decrease in organizational
activity has been noted by Phillip Converse (1964) in his s-udy of mass
publics.

Education is somewhat more complicated but the trend still persists.
Among high schoci graduates, 32 percent intend to definitely reenlist
whereas, among collegc graduates, over 50 percent intend to stay. When
one controls on rank we find that 41 percent of the enlisted college
graduates definitely plan to reenlist. The one cxception to this positive
correlation between education and retention is among that 1 percent of
the reservists with less than an eighth-grade education. Fifty-five
percent of these poorly educated reservists say they definitely will
reenlist. When military rank is controlled, the relationships between
social clasis, educatluu, euployment and intention tu reenlist is essentially
unchanged. The higher the socioeconomic status, the greater the likelihood
one intends to reenlist.

Support from Family, Peers, and Employers

It is reasonable that reservists who receive support from their
family, peer group and employer would be more likely to reenlist than
those who do not and who have to maintain their military responsibilities
in opposition to the opinions of those groups with which they most closely
identify. Table 4.4 shows that 67 percent of those whose spouses are
supportive definitely will reenlist, whereas only 23 percent of those
whose spouses provide weak support plan to reenlist. The same pattern
persists for peer groups and employers. Norman Ryder (1965) found similar
peer group and familial support to he evident in an individual's continued
participacion in other organizations such as political parties. The
percentage figures for reservists who have strong peer group encouragement
and employer goodwill show that the higher the support the more likely
the Intention to reenlist. For example, under the column entitled
"definitely will" reenlist, as the peer group support declines, the
percentage of reservists who will reenlist declines from 67 percent to 30
percent and to 19 percent. The same is true for employer support although
not as much of a drop occurred.
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TABLE 4.4

RELATIONSHIP BETWEEN SUPPORT PROM FAMILY, A-M

INTENTION TO REENLIST

Definitely Hope Don't Unlikely Definitely Number
Will To -aow Will Not

Family Support*

Very Strong 672 15Z 132 1% 42 18% (263)
Moderately Strong 46% 21% 25% 4% 4% 54% (776) -p
Don't Know 26% 13% 44% 6% 11% 9% (132)
Moderately Weak 26% 15% 37% 10% 12% 14% (203)Very Weak 23% 9% 15% 16% 36% 5% (67)

Peer Support**

Very Strong 67% 16% 12% 3i 3% 7% (120)
Moderately Strong 49% 18% 24% 3% 6% 39% (693)
Don't Know 32% 17% 35% 8% 8% 34% (601)
Moderately Weak 30% 17% 29% 9% 15% 16% (288)
Very Weak 19% 8% 30% 12% 30% 5% (87)

E• loyer Supp~ort,***

Very Strong 61% 11% 24% 22 2% 11% (200) [
Moderately Strong 45% 20% 25% 5% 5% 35% (630)
Don't Know 2b% 17% 33% 11! II% 28% (504)
Moderately Weak 37% 15% 28% 5% 14% 18% (328)
Very Weak 37% 152 24% 3% 20% 7% (128)

Source: 1Q79 REDCOMREG SEVEN Retention Study

Note:
*Family Support was determined by asking whether the reservists agreeded or
disagreed with the following statement, "My spouse is very supportive of my
participation in the Reserve program."

**Peer Support was determined by asking, "Most of my friends think I am smart
to be in the Naval Reserve."

***Employer Support was determined by asking, "My civilian boss is not particularly
happy about all the time I spend at the Reserve Center."
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Where there is support from these outside groups, very few reservists 1=
say they are going to get out of the Naval Reserve. In cases where there
is strong support from the spouse, only 4 percent definitely will not
reenlist; where there is strong peer support only 3 percent definitely will A
not reenlist; and where there is strong employer support only 2 percent
definitely will not reenlist. Group support is one important explanation
of retention.

It is also true that most Naval Reservists think that the general
public holds a Naval Career in high regard. Sixty-three percent of those
questioned were of this opinion compared to only 31 percent who thought 4
otherwise. Reservistswho believe the Navy projects a positive image are
also more likely to reenlist than those who do not. However, of the 659i
reservists who did believe that the public holds a Naval Career in low
regard, almost one-third of them said they definitely would reenlist and
another third indicated they hoped to reenlist. Public opinion is not
as much of a deterrent to reenlistment as the pressure from family, peers
and employers. The closer the group is to the reservist the more"
influence it is likely to have. Prudence dictates that if you want to
retain the Naval Reservists, a good place to start would be with improving
the attitude of his family toward Naval Reserve activitteq.

If support from these social groups is important in buttressing Naval
Reserve participation, it could be that reservists who see a recall to
active as disruptive to thair family, economic status and employment
position would be less likely to reenlist than those who believe such an
eventuality would not be too disruptive. Table 4.5 shows that 44 percent
of the reservistathink a recall to active duty would be highly disruptive
to their family, 40 percent believe it would be highly disruptive to
their economic status and 43 percent are of the opinion it would be

highly disruptive to their employment position. Yet approximately one-
third of the reservists in each of these categories intend to definitely
reenlist. Even so, the trend is still in the predicted direction with only
31 percent of those who say a recall would be highly disruptive to their
family and 50 percent of those who see it causing little inconvenience
definitely reenlisting. The same pattern exists among those who perceive
a disruption to their economic status and employment position. These
findings support our earlier conclusions concerning the importance of
group support to continued reserve participation.

The fact that a large percentage of reservists still plan to reenlist
despite their feelings about the disruption it would cause to their
social group may be explained by the answers to the following question:
"What do you think is the probability of your being recalled to active
duty during the next five years?" Twenty-four percent believed there was
a zero percent chance of a recall and 32 percent thought there was a 20
percent chance. Well over 50 pcrcent of the reservists see little or no
chance of being recalled any time in the near future. If they were recalled,
however, 5 percent would accept eagerly, 30 percent accept willingly, 26
percent accept neutrally, 23 percent accept unhappily, and 7 percent would
resist. Ten percent were uncertain. Although a rather large number of
reservists have some reservations about a recall, most of them would "turn
to" whet. the time comes.
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TABLE 4.5

RELAlIONSHIP BETWEEN LEVEL OF SOCIAL AND ECONOMIC DISRUPTION
CAUSED BY A RECALL TO ACTIVE DUTY AND INTENTION TO REENLIST

INTENTION TO REENLIST

Disruption Definitely Hope Don't Unlikely Definitely Number
To Social Group Will To Know Will Not

Family *

Don't Know 35% 182 33% 6% 97 9% (163)
None 50% 9% 27% 3% 9% 5% (97)
Little 47% 18% 27% 4% 5% 12% (218)
Moderate 49% 17% 24% 4% 4% 29% (543)
High 31% 16% 30% 9% 14% 44% (819)

Economic Status**

Don't Know 27% 16% 35% 10% 12% 6% (110)
None 43% 23% 25% 3% 6% 11% (198)

Little 46% 18% 25% 5% 7% 14% (257)
Moderate 46% 17% 26% 4% 6% 30% (544)
High 33% 14% 30% 9% 13% 40% (731)

Employment***

Don't Know 27% 18% 37% 9% 8% 9% (164) I)
None 46Z 20% 23% 5% 6% 11% (199) 1
Little 44% 20% 27% 4% 4% liJ% (209)
Moderate 45% 18% 27% 4% 6% 26% (483)
High 35% 15% 28% 8% 13% 43% (78T)

Source: 1979 REDCOMREG SEVEN Retention Study

*Disruption to family was measured by asking, "How disruptive would recall to
Active Duty be to your family life?"

**)isruption to economic status was measured by asking, "How disruptive would
recall to Active Duty be to your economic situation?"

***Disruption to employment was measured by asking, 'lhow disruptive would
recall to Active Du-ty be to your employment status?"
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Military Status Characteristics are those attributes derived from an
indlvfdualTs expe.:ience in various military organizations. These
attributes determine an individual's military status, and in this study
-,'fer mostly to the U. S. Naval Res.rve. As everyone 1-nows who has had
the slightest brush with any military organization, it is a highly
structured,class conscious society. Everyone wears a uniform with
numerous euiignia designating who you are and where you belong in the
military establishment. Not only military courtesy is involved, but
authority rel-qtionships are clearly spelled out. These characteristics

of the military soci-ty a-e very important if the organizalfion is to 14
perform its functi. Where one fits in the Naval Reserve will undoubtedly
have a good deal t . with whether the individual decides to reenli<t
or extend.

Table 4.6 shows the relationship between military rank/rate and
intention to ree~nlist. The higher the rank or rate the more likely the K
intention to reenlist. Sixty-eigh, percent of the Captains (CAPT's),
67 percent of the Coimmanders (CIR's), 69 percent of the Lieutenant
Coutanders (ICDR' s), 52 percent of the I,ieuCInalit (LT's), 56 percent of
the Lieutenants Junior Grade (LTJG's), and 25 perccnt of the Ensigns (ENS) A

intend to definitely rei2ist. Seventy percent of the Warrent Officers (WO)I
dacfinitely inttnd to recnlist,

When you turn to tile relationship between enlisted rate dnd intention
to reenlist, a smillar pattern emerges with one major exception. Only 45
percent of thE Maqtcr Chief Petty Officers (MCPO's) definitly Intend tor e enIi s t. This It, pLobably explinedp, by tile fact. that ,,i,:it M'laster Chief

Petty Officers are on the verge of retirement. However, starting with
Senior Chiec Petty Officers (SCPO's), we find that 67 percent definitely
intend to reo;:nll t, 58 perctnt of the Chief Potty Officers (CV'O's), 47
percent of tL First Class P Itv Officers (PS] 's), 34 percent of the
Second Class Petty Officers (P02's), 20 perceit of the Third ClaMs PetLy
Off fcers (PO's) , 32 percent of the Seanet' (SN's), and none of tle Seamen.
.Apprentice or S'amen Recriiits (SA/SR'W) definitely Intend to ree-nllst. '1
Thit downward trend is dhliturb;ig sieIt' by far tilt, larges. petrcent age of
the individuals nn thit Naval IH.e rve are n tin., lower rit't-ý; and parti-
culdrly In the Petty of fler Class. Among all •aval Res•er-vists ill
1Readindnte Command igt,li :,t VEN, 2) plercent art' Sevt oiil Clatj4 l'vufty Gf leers
-ind 17 pt:rce, t art either F ril Cla~is or Third Utxo': PCtty MIllkutiit.
N'.il l tht11 e dild vidtlali ilr uiitldl' clded. (Cle;tlv tils iii xtl mtJ.y4
illij'vt'tnt tdr,;LI group fur V' ttent itii.

Ac with the rt'la lia it p t tgc llt d fill li-1 i lt ll t1) 0 T'tnl li.t,
TalNle 4.7 mhowui thli ai; I a r it lat atontidi1)i existo be twe'ii I 'ngevtI ty In
tile vai1 Retai-rvi aind r'reiitfon. 'lit' ]long -er tait-' pa llr I tpipal e ili ti•I
,.rridl~l, thec Il tl' Io l e'C V lit' I ' dl1 ii.t'Ah to !,* V tiuity l dt ail it' i 111Wu

w ' sit' HtI ol i liljoi Ju1tp ot'ct'i r t'twt'it- lit' f.irth aiitl I I I li yeatir .
For tiatc wihi k'l ve ll.(,ni Ill the Navll oselue ,'t', 3; ICL1t'elt 1nit 1 iid l- , t't'i'llii4t;

111'1U li- t 1, I Ai t o I i l t, I,11 I iit' fho vil el lw'v i-,ll, I '! ',rtigl lt 1l1tgllt et)
de'f ill~tt v Iv7 l'l'li jH1; ;1i1(1 lot- tilto,it. Willi harl. h~vll Ili ,l i 'I." t, i; , Igh, vli m I'II ,

I)') l' il llltt J li'iri i o liton . It i leC 'allh 11C'i Uldt' I I, t N, iln ii t Lto l nly, e tt

"lpii'1'l ' ligI 01tIIIi Itoll Yeiilt., he III I IPily t' o'av fi twenty.
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TAML 4.6 -

MEATIONSHIP IZIWEEN HMLTARY RANK AND INTENTION TO REENLIST

Rank/ Definitely No"e Walt Unlikely Definitely Number

V

kate Will To Know Will Not

CAPT 662 142 141 4z O 2% (28)
CDR 67 12Z 132 3Z SX 32 (61)
LCDK 692 13Z 162 02 12 72 (130)
LT 52% 282 17i 1% lz 52 (88)
LTJG 562 171 62 112 11% 1% i18)
INS 25Z 002 501 252 01 .2% (F "
WO 712 142 14% 01 Oz .42 ("
"CPO 45% 91 36% 02 9% .62 (11)
SCPO 671 81 211 02 4% 12 (24)
CPO So2 212 132 12 71 72 (129)
POI in7 191 26% 42 4% 17% (305)
P02 342 162 352 9z 5% 252 (449)
1`03 202 172 341 12X 172 17% (305)
IN 122 152 351 92 292 102 (177)
BA/SR 02 42 391 8% 502 1, (26)

Sourcet .979 EZDCOIZG SEVEN Racention Study
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TABLE 4.7

RELATIONSHIP BETWEEN LONGEVITY IN THE NAVAL RESERVE AND
INTENTION TO REENLIST -•

INTENTION TO REENLIST

Definitely Hope Don' t Unlikely Definitely Number
Will To Know Will Not

Longevity

Six uwnths 13% 17% 46% 7% 17% 16% (296)
One year 21% 18% 37% 10% 14% 11% (206)
Two years 18% 13% 38% 14/ 17% 10% (177)
Three years 24% 19% 35% 12% 11% 9% (162)
Four years 37% 21% 32% 3% 7% 5% (91)
Five years 51% 16% 22% 41 7% 8% (154)
Eight yearn 65% 162 17% 2% 1% 13% (242)
Twelve years 60% 20% 16% 2% 2% 10% (175)
Fifteen pluA 59% 16% 15% 4% 6% 19% (344)

Source: 197q REDCOMREG SEVEN Retention Study
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The length of tim a reservist spent on active duty in an afloat
command was not a predictor of one's intention to reenlist. Forty percent
of those who spent one year afloat and forty-two percent of those with
five years afloat said they definitely intended to reenlist. The difference
of 2 percentage points is too small to be of any significance.

It was anticipated that those who came from military families would

be more likely to reenlist than those who did not. No such relationship
emerged. In fact, there was a slight negative correlation. What did
emerge waR that almost 90 percent of the reservists said they did not
come from a military family and 40 percent of these said they definitely
plan to reenlist. L

It is also true that as the number of times on ACDUTRA and WETS
increase, the more likely one intends to reenlist. About one-third of
the reservists have not been on any WETS, one-third have been on one to
three WETS and one-third on four or more. As one moves from no ACDUTRA to
five or more, the percentage of those who say they will definitely reenlist
goes from 16 percent to 20 percent to 28 percent to 42 percent to 60

percent. The rise in percentage as one moves from no W'TS to five or more
is less steep but the pattern is similar. Thirty percent of those who
have not been on any WETS say they definitely will reenlist and 51 percent

of those who have been on five or more say they definitely will reenlist.

Mandatory drillers are those reservistswho have a legal obligation
to drill. All other reservist are voluntary participators. Among the F'
275 mandatory drillers questioned only 6 percent say they definitely will
reenlist wherear among all categories of voluntary drillers approximatelv
40 percent s-y they definitely will reenlist. Since the mandi.tory
drillers are recently off active duty and presumedly are rh'ý most up to
date reservists in the Readiness Command, the extremei, small percentage
who are interestcd in continuing represent a uernous retention problim.I

Among mandatory drillers 40 percent say they definitely will not reenlist,
19 may but think it unlikely, 29 percent don't k-now, 7 percent hope to
and 6 percent definitely wiil reenlist.

To increa•.e the skill pool in the Naval Reserve, the Advatard Pay (4rId'
(APO) Program was established. These are individuals with no pie%,oi•,;
nm1litary .xp,_rience but who have civilian Jobs or talents that Olt, Navyv

needs, They are brought Into the Naval ReservL and given a rank on ;ib,

,ommensurate with theiv level of expertise. Among the 296 APC'N, 3S jI
percentI .. ;' they de llittely plan to reenli t compared wl th 33 plivrccnt LI .1I t.h Navy v. terann. The difference is not great but the A'(; t,.ms to bt. 11
mlightly het ter ,etention I fsý than regulai Navy pvruo',ii;l

t.Situatioanal Flvilrotllano-vamI (I1ItI;I/!Lt--r-It I- i." (ilt' f. h at 0 l1:; t I. L II"Im
i-idlvidual'u oim ioundingri that p cc. llu ltl n l tehivior. Thly .1-rt. the,

constraints ot Lime, distai tce and place. 'hl, crititil I t-gl l't, anct' (if tIhe
I_ ologleal settinli h ii lo g I bt till i ttr i /vlit,,1 l' ' by ttrimt-11 I It-'ltllt t'. 1u11hli im

Skinner (1971), M•mlo.'w (141•O) anid liaviierm (1961). lumdIvidualmI, I lIllt hr' I LI

IT' dI f ft.) e t I I ol t 1, -He I 1a 1 lp r,, It , IeA l 1 ( If II:ick-Ii 1 t'11 1 it 1 vIt
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States are substantial given the great distances and varied soil and V
climatic conditions. The time it takes to get to drill, the drill
schedule, and many other situational factors may explain why someone
comes to drill regularly or is a poor attender. Although not all
situational factors can be changed, clearly some might be modified if it
were found to be important in improving retention. By in large, however,
it was found that situational factors provided only a limited explanation
for intention to reenlist.

In Readiness Command Region SEVEN it was found that the size of the
community in which one is reared and the area where one lives are not
highly related to retention; although, people who are from large cities
and individuals who currently live in the suburbs are more inclined to
reenlist than others. Area of the country also seems to be relatively
unimportant. However, those 122 sailors from the landlocked Midwest
seem more interested in reeilisting then their neighbors from the North,
West and South. Forty-eight percent of those from the Midwest say they
definitely will reenlist compared to 33 percent from the North, 40 percent
from the West and 40 percent from the South. The differences in percentage
are small and, therefore, we must conclude that one geographical location
is just about as good as another as a source of personnel.

The number of miles a reservist, drives to drill is not inversely
related to the intention to reenlist. Figure 4.3 shows that as the
distance to the Naval Reserve Center increases, there iv no commensurate
decline in intention to reenlist. The time required to commute to drill
also is insignificant. Among enlisted Naval Reservists, 38 percent of those
who drive only 15 minutes to drill and 37 percent of those who drive five
hours or more definitely plan to reenlist.

It must be pointed out, however, that as gasoline prices increase
this could easily change. Just because distance and time weie no obstacle
to drill attendarce itt the past does not mean that a change in the
environmental situation would not be reflected in the reservist's
willingness to participate, especially aince his primary motives seem to
be economic. The trend line for oificers and enlisted are esscntially
similar. Controling on raak does not change the relationship.

The relationship between a reservist's preference for weekend or
weekday drill 'rod his intention to reenlist is not strong. However, it
is clear that most remervists like weekend drlls.1, Sevonty-st'vcti percent
"•ay they pref.r weekend drills aid toly 9 percent prefer wuekda:y drills.

Q U we find that the most imporatLit reasons given for Initially
otifilii,;ing with the Navel I eserve ire diill pay mid ret irewmnt with
patriotism a poor third, Mont Naval Remcivlog, nre white, Protestant,
married mnile.s with a couple of doprilett They are we]l rednaited, d have
it (koed Juol and think of the les a-4 either workinig or middle cl ii•A,•

Ame rnt ican tr. We filnl tilit tOle, hightt the Soci oetconomic iLvrel, the higher A
the Intentlt i to reenlitii. Arnmog tceervists who have the support of their
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family, peers, and employers, intention to reenlist is high. Military
rank and rate are strongly associated with the intention to reenlist as
is age, longevi-Y and the number of WETS and ACDUTR&'s. Environmental
and situational characteristics were much less significant than supposed.

'-Distance to the drill site, time of commuting, area of the country, and
location of ones residence were relatively poor predictors of intention
to reenlist.
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CHAP'TEIR V
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CULTURAL SOCIALIZATION|



So much of what one thinks about his proper role in society depends
on early cultural socialization. CULTURAL SOCIALIZATION refers to the
whole process by which people with certain behavioral characteristics
learn to adopt the norms, values attitudes and behaviors acceptable and 1
practiced by the ongoing social system. The process specifies the range
of what is customary and acceptable, but it also involves the development
of an affective moral commitment to the social society whether it be
civilian or military. (Sigel, 1970, xii; Lawler,197j Child, 19)'i, p. 655).

The socialization of a sailor is a process whereby a "landlubber"
learns the elaborate set of values, beliefs, roles, norms and expectations
that will make it possible for him to become part of the Navy. All
societies establish procedures through which their culture can be
transmitted and perpetuated to succeeding generations. This is even more
true of subcultures which must maintain their bulkheads against the L
continual eroding effects of changing social currents. The indoctrination
of a sailor begins in boot camp, is completed aboard ship and may be
indefinitely e.tended through participation in a reserve unit.

Louis A. Zurcher, Jr., has brilliantly described these experiences in
two articles: one on Naval recruit training and the other on the sailor
aboard ship. (Zurcher, j/9g and 147r). In both articles he focuses on
role assimilation and role behavior in a "total institution". A total
institution is a place of residence and work where a large number of like-
situated individuals cut off from the wider society for an appropriate
period of time, togetiher lead an enclosed, formally administered round of
life." (Goffman, 1961, xiii). In the Navy both boot camp and a ship
resemble a total institution whose function is to "de-civiliani-:e" the N
individual and prepare him for war.

This intense socialization experience occurs at a time in a young
persons' life when he may be going through what Eric Erickson calls an
identity crisis, a period of uncertainty when their youth has ended and
they have not yet become mature adults. "Out of this emotional and
intellectual turmoil," says Erickson, "each person must forge for himself
some central perspective and direction, some working unity out of thet' t
effective remnants of his childhood and the hopes of his anticipated
adulthood he must detect some meaningful resemblance between what he hins
come to see in himself and what his sharpened awarenees tells him others
judge and expect him to be." (Erickson, 1958, p. 14)

Obviously boot camp is a kind of "shock treatment", that is Inciwive
in its deprivations. There is a kind of "knifing off of past experiences"
and a grafting on of a different belf image. The individual has a new
picture of himself as a physical and psychological person who has been
initiated into a new culture. The assimilation Is comrleted aboard whilp
where the "new man" soon finds his place and learns tih Navv'F. myths, A

traditions, rituals, and customs - he becointu 4 "sqUtrcd-away" sifl, r.

oA
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Attitude Toward Active Duty Experience

In studying the retention problem of the Naval Reserve, the relevance
of this early socialization experience may be extremely important
especially if there is no break in service. The Navy Reservist may leave
active duty and immediately start drilling once a week; or one weekend
each month. At their Naval Reserve Centers there is an effort to maintain _

the values of the Navy subculture - walls are "bulkheads", floors are
"decks", stairs are "ladders", ceilings are "overheads", et cetera.

The Navy Reservist is also required to go back on 14 days ACDUTRA
(Active Duty for Training) each year where he gets a kind of "booster
shot" to strengthen his ties to the service, refresh his skills, and
remind him of who he is - a "card-carrying member" of the Naval Establishment.

If the procedures designed to inculcate Navy values into the individual
were effective in producing a "squared-away sailor," then we would expect
that the frequent refresher experience he receives as a member of a V
drilling reserve unit would be sufficient to retain him as an active and
enthusiastic member of the Naval establishment.

The fact is the initial experience may not have been positive, the
experience on active duty may have been a disaster, and the Reserve drill
may seem dull and tedious.

When asked about their active duty experience, we see in Table 5.1
that most reservists had extremely positive attitudes regarding their
active duty experience. Sixty percent said they remember leing serious,
55 percent accepted, 53 percent useful, 39 percent respec.ed and 26
percent influential. Looking under the negative attitudes, we see that
only 17 percent r~member being disgusted, 15 percent bored, 15 percent I
wasteful, 16 percent harassed and 8 percent hostile. Only a small
percentage of those in the Naval Reuerve remember their active duty
experience as unpleasant.

Table 5.2 shows levels of agreement and disagreement with a series of
statements concerned with the reservist's attitude toward the U. S. Navy
in general and the Naval Reserve in particular. It is an effort to under-
stand how closely reservists identify with the Navy as a subculture. Do
they continue to have positive or negative feelings about the group? Is I
it a special world with a unique language that makes them feel at home; A
or is it the kind of association where they are constantly harassed,
bored, and uncomfortable.

Looking at the series of questions under "positive images" in Table 5.2,
we find that 61 perceut of the reservistjlike to call things by their
Navy names such as "deck", "bulkhead", and "overhead", 6O percent think the
Naval Reserve is a special world that not everyone belongs to, and 59
percent say the Navy is like being part of a big ramily. Most leservitL"
have a strong sense of identity with the Navy. They are part of this
culture and they feel at home and comfortable. Despl:' the overall
po'sitive association with tli- Navy world, the reservist stops short of
giving enthusiastic support to the "idea of giving it, sca." Only 35 percent

75



TABLE 5.1

ATTITUDES TOWARD ACTIVE DUTY EXPERIENCE (OFFICER AND ENLISTED)*

How Do These Words Describe How You Felt While on Active Duty?

Descriptive To A Great To Some To Little or
Words or Very Great Extent No Extent

Extent

Positive Attitudes

Serious 601 31% 9z
Accepted 552 352 11%
Useful 532 342 i4%
Respected 399 402 21%
Influential 262 41% 33%

Negative Attitudes

Disgusted 17% 30% 54%
Bored 15% 33% 52%
Wasteful 15% 272 59%
Harassed 16% 242 60%
Hostile 8% 16% 812

Source: 1979 REDCOKREG SEVEN Retertion Study

*Percentage figures that don't total 100 percent are due to rounding P
errors.
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TABLE 5.2
-i

THE RESERVE'S IMAGE OF THE NAVAL RESERVE*

Iter Level of Agreement

Agree Don't Know Disagree

Positive Images

1. I like to call things by their Navy names
such as "deck," bulkhead" and "overhead." 61% 162 22%

2. The Naval Reserve is a special world that
not everybody belongs to. 60% 14% 26%

3. The Navy is like being part of a big family. 59% 16% 25%

4. I like things that are thought of as typically Novy. 57% 18% 26%

5. The slogan, "it's not just a job, it's cv"
adventure" is really true. 522 15% 33%

6. The lot of thk average sailor is ismproving. 48% 27% 24•%

7. The whole idea of "going to sea" is a
romantic and appealing Idea to se. 35% 16% 50%

Nct ive Im-ges_--

8. Har~ssmnr, it z. constant part of life when
I am ac or~ll. 18% 10% 72%

9. 1 wotild not mind cou•aig to drill as much if
I dt.d not have to gct all e.essed up. 21% 11% 67%

10. You car't help wondering whither anything
concerning che Navy is w-rthwhile. 19% 16% 64%

11, Moat cf what pi.seo for training is useles.-,
ad'1 boring. 42% 10% 48f

12. The NAvy seems t.o be inore intere4t(- in my
appcaranca trnn my ability to nc, the job. 43% 11% 462

13. To pretend you are on a real ship wheu you
are at the Naval Re,.serv:e Center is absurd. 48% 18% 35%

14. A major rrob1lvi, is tho tivount of "Mickey
Mouse" thinAs that. go on in the military. 64% 12% 25%

Source: 1979 REI)CONREC- 8FVN Ratention Study

APercentage figures that don't total 100 percent are due to rounding errors.
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could say that the idea of going to sea is still "romantic"; however,
52 percent still think the slogan, "it's nut just a Job, it's an
adventure" is really true. Some of the romance might have worn off,
but most reservistsare excited about their association with the Navv.

This positive orientation is further reinforced when you take into
account the responses to negative statements about the Naval Reserve.
These sentiments are sometimes expressed arowd the Reserve Center, but
Just how deep is the discontent? Is it just the grumbling of a few

"malcontents" or are these feelings widespread? Looking at the series
of statements under "Negative Images" in Table 5.2, we set that most
reservistsare not in agreement with many of these criticisms. Seventy-
two percent disagree that harassment is a constant part of life when at
drill, 67 percent disagree that getting dressed up (In uniform) to come
to drill is a problem, and 64 percent disagree that the Navy i:; nol
worthwhile.

Most reservistr may reject these statements hecause they iLCe phrased
in aosolute terms such as, "harassment is constant" or "you c an't help
wondering whether anything concerning the Navy is wocthwhile." Wheni

you substitute more moderate phrases such as most instead of all, a
greater percentage of reservist are inclined to accept the criticism as
having some merit. For example, 64 percent of the reservists are of the
opinion that a major problem with the uilitary in general Hnd the reserve
in p~rticular is the amount of "Mickey Mouse" thingo that go on, and 43
percent agree that to pretend you are on a real ship when you are at the
Naval Reserve Center is absurd. These reactions indicate that a good
deal more realism may be appropriate since somc of the criticism of the
Naval Reserve are genuine and widespread. The overall pattern of i--
responses, however, leads the reader to the conclusion that most Naval
Reservistrare closely identified with the Navy.

The question remainb as to whether those reservistrwho closely
identify with Navy, accepting its good points and reJccting its bad
points arc those who are most likely to reenlist. Table 5.3 shows that
reservist' who have a positive image of the Navy are much more likely to
rernlhqt than those whc have a negativc image. SixLv-SIx lt'i c'nt of

those whi, btrongly agree that they like thiiieg that ax e t yp ic 1v N,,.-,
and only 12 percent of those who strongly disagree will delimlitely rom-i i!t.
A.imoug thuse who strongly agree that the Navy is like being in 11 hbir
faniuly, h! percent inted to reenaltit wherea's only 17 pivcint of rhosc
who strongly disagree with this statement will reenlist. Looking at
the two negative Ittmi, the sHame mesSage is comon ilcattd, O.ilv 20 p,-i ont'
of those who think harassiment is a constant par11t of thk it dri I X1 1 it'l,'t t'
. ay th 'y hllitrlc d to reen] Ist and .',8 percet-nt of tlitHe who di:a.iec iii;Ont; ii

r,,i -nIst. It Is a~st truv that OIA]v 22 i'percent ot t le.',t whi' :ttil ue gly
a/ rv', that itt, Ni.vy seenm morve Init restvd lit the!f ila)irt iai(r tlaill thilt'l
:;'ulity to do tlit -job rintemiti to definitely nt, 1i st. ill Jill tOni Clalm: thV

perc,.ti tge f iguies rut, in the predit-tvd directioni

/8U



TABLE 5.3

RELATIONSHIP BETWEEN IMAGE OF THE NAVY AND INTENTION TO REENLIST *

Intention Reenlist

Statement Will Hope Don't Unlikely Will N
To Know Not

Positive Items

I like things that SA 66% 19% 11% 00% 37 10% (175)
are thought of as A 48% 20% 23% 4% 6% 47% (848)
typically Navy. DK 29% 17% 36% 9% 9% 18% (324)

D 14% 13% 39% 9% 13% 21% (386)
SD 12% 6% 28% 19% 34% 5% (89)

The Navy is like SA 61% 16% 17% 2% 47 10% (177)
being part of a A 44% 20% 26% 4% 6% 49% (896)
big family. DK 34% 17% 30% 10% 9% 16% (298)

D 32% 13% 34% 9% 14% 19% (339)
SD 17% 7% 34% 14% 28% 6% (109)

Negative Items

Harassment Is a SA 20% 9% 34% 8% 28% 4% (76)
constant part vf A 29% 16% 31% 9% 15% 14% (255)
life when I am DK 21% 17% 41% 10% 10% 10% (135)
at drill. D 1,2% 19% 27% 5% 7% 55% (997)• Ii•SD 58% 13% 17% 5% 7% 17% (308) 41

The Navy seems SA 22% 11% 3% 13% 23% 15% (273)
more interested A 35% 18% 317 8% 8K 28',; (511)
in my appearance DK 29% 17% 37% 7% 10% ]1% (196)
than my ability D 50% 18% 24% 3% 5% 41% (755)
to do the job. SD 66% 15% 11% 0% 8% 5% (89)

Source: 1919 REDCOMREG SEVEN Retention Study

*Percentage figures that don't total 100 percent aru due to romidind .,rv-,
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In summary we find that reservists who have been positively socialized
into the Navy culture intend to reenlist, but those who feel like they
are outsiders or like they are abused will decide to leave. Most Naval
-Reservists strongly identify with the Navy. The transi tion from -

"landlubber" to sailor is complete. Their experience on active duty
was extremely positive and they feel comfortable as part of an organi-
zation that has many special qualities. Those who like things that are
-typically Navy are glad to have an opportunity to continue their parti-
cipation in the Naval Reserve. J
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SATISFACTION I
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The reasons reservists give for joining the Navy are their expectation 1-=
of tangible. rewnrds In the form of pay and retirement benefits. These
same reasons are given for continuing their part icipation, except when
they are asked what they expect from their work experience, they inevitably
express the need for greater Intrinsic rewards such as feelings of
accomplishment and self-esteem. It is our conjecture that the greater
their level of satisfaction with their work in the Naval Reserve, the
more likely they intend to reenlist, This chapter investigates the levelsof satisfaction reservisu have with various aspects of the Naval Reserve
and shows how these attitudes relate to the intention to reenlist.

In order to determine the level of satisfaction of reservints with
their Naval Reserve experience, each reservist was asked wh,'ther he was
satisfied or dissatisfied with various aspects of the Reservv progr.wm.
As pieviously stated in Chapter I, this strategy follows the lead o'
Smith, et al.. (1969). They address satisfaction in terms ot multiple
satisfaction in relation to affective response• to many fan,.ts of the
situation. These items were first formulated in Zureher'- 1974 Study of
the Attitudes of Reservists in two Calliornis Readiness CowL~mand.i, They
are used here to test the reliability of the satisfaction tale, and to
make a comparison of reservists' attitudes in REDCOM REG, SEVEN wiLl, those, of
reservists in REDCOMSFRAN and LOSA.

These items are ranked in Table 6.1 according to tho i','r'oet ol
satisfied responses obtained. The aspect of their Naval Reserve experience
they are most satisfied with is comradeship and the one they arc lea:t
satisfied with is equipment. Reservists ace not very saiisfied wiLh socme
of the most important aspects of the Naval Reserve, Program. Only 19
percent %ere satisfied with the equipment, and only 26 ptercent were
satisfied with training. Equipment and Training should be two of the
moat attractive aspects of the Naval Reserve, but in the oplinions of
reservists, they rank right at the bottom of the list. AssoeicLted with
the dissatisfaction concerning equipment and training, we find that
reservists are not pleased about their "sense of accomplishmeneit",
"how the drill compliments their civilian occupation", "how their tal•'its
and abi liti aena utilized", and "their amount of responsibility.

Tfable 6.2 provides an Insight into the roservint'eva] Oatton of htow
his time is utilized at reserve drill. The tolp ranking iit! vilir is tl-
spending two little time relates to rate training and protiec,.i otollI
reading. Reservistt also feel that they would bentI'ft by hatvinog anl
opportunit.y to talk with people outside their unit. More t i ic t Ihey IV
feelshould be spent on counseling. They also feel too much t lnt, i.
consutind In writing reports and attendiiig met'tings. R•'s(l' v It tW.iil1 I1 M --
to rotduce tho aimount of t iff they s4pend engaged in such tisel 1 en octý v IiI ,t,:as idle chatter, siLttng, staring and daydreaming. ,le:at ly Na.val
reservist- want to miln ini.e wasted time and Increase the amo.in ot t 1.01"
they spond doing their joh. Even though much of this millt ,e iogard.cd at.,
a cr ticisAm of themselves an well as the Naval Reserve, it Is obv i cu,; Iht
NavaIl Reservists would prefer to work in at more pro !:,-t I ve env. I tl;-meli .
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TABLE 6.1

SATISFACTION WITH VARIOUS ASPECTS OF THE NAVAL RESERVF-7
DRILL EXPERIENCE OFFICERS AND ENLISTED

4
I

Aspect of Percent Aspect of Percent
Naval Reserve Satisfied Naval Reserve Satisfied

Comradeship 66% Drill Experience 1427

Personal Appearance Amount of Authority 411
Regulations 66% Rank and Rating 11

Uniform Rqr. b3Z Opportunity for
Drilling Unit 57% Promotion /U
Designator/Rate 532 Responisibility 37%
Unit .1dcnin. Support 51l1 Readinost Cotmiuldd Support 3 777
Drill Schedule 50% Talcnt:; and Ability
Supervisor 492 Utilization 3i~
Iii General 48% How Drill Complimnrts

AeTSogniTtion Received 4A7PZ Occupation N l),
Res. Center AcDu Fringe Benefits 3~4

Support 43% Unit Social Events .0
Amount Drill Pay 43P Sense of Accomplishment 2 7`
Status 42% Training -,0,.
Drill Time 42d Equipment IT",

Source: 1979 REDCOEd SEVEN Retention Stud'y n

Ken CeterAc~ Fing Beefis 3 '
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TABLIE 2.

NAVAL. RESERVE TIME UTILIZATION

Activities Percentagnpi,

____ ______ ___ Who vg'v

Too Little Time I
1. Working in Rate 4 41'

2. Reading ,rofes•ional material 3;1

3. Talking with people, outsido. the unit ki.t. REU•CM
Staff. people In other units aLid ACDIT lvr-tumnIcl 2815

4. AsseN zaing iw,'ed,; ot pc'p c ,jiii evtkl•,'t' Nd . '1 j t11-4c g I'I

5. Scheduling "Ime 2

Too Much 'Time

I. Writing Reports 8'.

2. Attending Meetings 171

3. Idle Chatter 17P

4. Sittitig arid Star'in~g 1!

5. Daydreaming 1•

Source: 1419 REIGOMRFG SEVEN Retentton Study
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Wh en' 4 ",,,•1pal l I t: UO I a Ia1,1 b e'tw V't'e the at t It hud en *I en I I pit d I t',• rl I j ti
t" I;M, I'pIVM RAN '1 t54\ n a'nd 7,. an i 't' OMRlGt, SEVEN In IQ}7 , we H uid t hat tihe
tank order o f 'mean :aalt t at It ion ,''ori, are \very ,iml at r. Ini both casil e s,
a..I a heown Int 'Tabl b. 1, e omt-n denhtiip I"a r anke'd numtberI one. and eq u ipmicnt 1-4
on the b'otto em oI the list. T"hese score's range from a hig th of % to a low
of i. The average ,score on e ach quesItion InH the mean. The siimla1rity,
In •ra•is Is quito close, oen a number of' import-ant Items.. For t'xatr I".
when we look at the lovel of siat ifathion with th'eir c'urrnitt unit, tihe
UU sci " ,oresi are 2011 ti .� mi d 271. 1 In the l1.st lfw Venr" there seems. to
b' little chang1e In the level of satisfmat iot tn that reo'vi ,tm have regarding
their unit-%, their pay and their training evpret-li, .

Rieerv I a t," in 'D.Ct SV•"N do seemt more ,at ti o I ld with mil it ary
lequir•'ent'st s atm,'ias unht'rand peo•t hial app''arant'e, ihereas i.'o•e'•rvist
In REP•iM.iSFAN and I.ISA w•'t' , mole sat t lfied wi th their promo t ion

psotenutIial and general l.'nt'rv, t'per h'n'o ; howe'ver , the maj or intproqsaten one
has fit eontiparlng thleme co I tms~ of mean sat isfact ion st'ercH to that thinigs
havetn't c•.liangeA muilch In the Nav'• IKn eit iv.', and that resev.'ris".tsa In thisi
atrea of the Sent houth•astern I ted StltateH and tho,1, in Va li|oi'eIa have
similarth at titumdes amid o'pIinions about thei r Naval iRnt'tvo exper ioeno. In
most cases'. re yiervists are nlt I a Ilie t and dianl., i, tited with the s'ame aspectsa

of the Naval Renvt'i y

Even tlio"gh tvw it',soervists i •E,, .I•,l'QRF.O SEV'EN are dlissat Isftieod wit h
wihiat milghit het' co ,nsiade.retd the ml lit arv olni'|it onmnItl , Tab le I6. 4 sh 1ows

the vairitables whit art' the most .'enn it Ive predictolrt of .t vi't ion.
Tilhe i-lttiia milea:sure ' of anaeel, at ten l'to betw'eenl at • I1•a•t't Ion with unif ot rm
requ i remoen ts and lhe Intention to reetnli' Is .4 764. p'ersonalI appealranc'e
t'tal iemi'ml'tt a tei.' not f ar behindi wi th ,,i a gamma'. if l'o,'ND IfV miat

;are not oo t 11unhapip' wi• ih th.e wa• ti he Nav e' e xpect' ah "t' I o Itook, then t hey
most like"iv will con't1intue lt'hIr part ic ipartion. M'e -ac'tI that so tow
re.servis.ts are dlssatit•(•Hrietd w it I tho.hme' aspet •t. of tilt' Naval Reoerve redueh'a
It Import.anct'e In ep.1 a mi nmg whyi' sutch l1argoe nmiersi'tm dechide to tdrop outi
iio'wuver, * I l nm lta I :Im',re a n a I v|' |','tv.

prot',,blv .a better ptetc' t o•l,. ot ''lf r tn ion i' the, atti |tudes~ c'oncerning~t

the g nt'leolm4 it'It0 Vt' reserve i .'mi'c 1 amd l(h' drill 'xil t'l t'tt ' of I o (he ' re, le'\ it.'
Thim I lmust rmsemnit a .'oompoftit of mtiany" opi•iiomn• anld In ,oic" somevnv blli:Iv
,o',im!idirred a ki nd ot balancit'. .Mhet Ini whicih lih reenorvitst i..lubilt'O l\vevh
we g•ghs thte U•o•, and c.onm- anm comesl, up wi.ith a1n Individual t'-1.t I on ol hi.a
'pe xpvr14 it A-4,

W e arnt imied e'at tthat OI .i per pt.Olt of Vlit I the I ,,erviat M in REilCiiOHIl.'t:

S. ,IN aret satisfHieItd with1 thme'ir gt'll' Ir'ne',tuVt' t'vs xpil|I elo' and ab'out 4;'
perce-•nt ate• nat111 ivl, with thiri drsill vxpOt|lnvv'. T.able b,.4 Indle-tt a

that the More .matit'ltid onm,, i. with lio.'t theme t' i eritv'O , flht Movlt HOIW. v
he.' Wl Mti.' o to lt 'm IIl Gt ' mea s:,uresa of 'al'lt'n. of s a ovl' Iat Io n 1 alt' .4b,•h

andi .442 re'sp.'efIlr've . Tlm.''& two var iabi' les ' lilt'heatov pm edt et e ot the
Int,"nttot'mi to rion ilat with Ih.' I'h e ' v 't tl'n ol tin i v v"•I lt it Il t•'lllietm . aaiid
pe'l•t'ifn1.1 l l, appeal afii'l" v•mmI :Ii' lea,
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TABIE t,. 4

RELATLONSHIP BETWEEN HOW RESERVISTS FEEL ABOUT THE NAVAL RESERVE
AND THEIR INTENTION TO RFENI.IST

Naval Reserve Gamma* Naval Reserve (Canula
Experience Experience IL

Uniform Requtremnents . 4?o Authori t v .358

General Reserve Current Unit 3 52
Experience .4(,7 Rank or Riite .347

Personal Appearance Supervisors .329

RequireMents .. ,50 Talen Ut i I li at Ion "
Drill Experience Drill Pay 303

Generally .442 lrailn lg .294
Amount of Time Rate or Rating 283 1

Required to Drill .425 Unit Social Events .275
Amount of Status .415 REDCOM Support .215

Drill Compliments rting,- l'ectts .232
Civilian Occ. .397 Opportunity fo-

Amount of Recognition 3o9 Promotion 223 L
ReaponsibiIity .3t5 Statton Keeper ,upp;,rt L
Comradeship . 365 Equipment . 108

Source: 1979 NAVREDRG SEVEN Retention Study

*The Ganmma Measure of Association is used. A gamma approaching +1
Indicates a strong positive association; and a gamma approaching -[
indicates an Inverse relationship. Those gamnuma'_s near zero hindicates
a weak relationship.
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Ati 0itc iovvq dow.i' (ihv c'itmni llnt gainu rteasutres ot atsvitat lol ilk
Table 6.*4, it bectomes clear t hat there are no negative aamoviotetolls. All
of the vAriables concernend with sattafaction of various aspect tit the'
Resot'rve pIt-,gram ;aIc po:ltt ltv% related to the Intent ion ItI rtc'ul t .t
Al.L.ough soe are altie important than other-A, i:ht, level ot sat it1t act tit
is inss-imetated with ti', intention t, ronlitat. Thit supports Hh)o the.o I t cUat
littt-at'rI, of Vrt-cw• (1Q44), K-oblev, et al. (1978) atid Koch and St (ol- (t14M)
that consistenitly Itinds a ntitolig a~'koctat ion between aat ifact oI en -Id
re Itent. I o~n,

Among Lhil' p i'dit-t'r:. ot Intent ion to t-reetil|,t. 4,tt iit met igui.AJ.JJ
t.IjI4A aprear.n about two-thirds tit thte way down tihe I,';t *ind tsat-tttacttoli
with Cquipmnt I,- le,,ast otg ifitcant. Although it large' nu=N-'r t eet , ,vis si

don't find thr tTa in iu, and equilplnt smat sy iug, these tek.vliiing. sien't
atittetet out iV st t.l, to din coui-'1e rvxenlItint'tit. From the' po,, nt! vitw
ot those chargettd With tii te, espons lbittv ot Inlimprtving thie opti't -tt 1n.1
t' ktd tlttq. oM the, N.4val Re ',serv, . thoset' tw%, items ,Ire crit i c-lO y I iup rIt I;ll

but tor thi' rte-'rv-;t tihey art" not highly corrv ldted with his ititeit ionst

to t-reenI I ti; t

1. shotuld b.' rxntitt on,'d that the- ta t tihat a rc':;etvist :-. not sil'-
|ect Ivelv saI ttiacd with thte tI:It l"ng dken uot Indicate that the t :1ilin4t
Iq poor. In I act , it miv bN- outit anding. Studt, nts fiequtent • dJn' i lIke
so, ,cour-sea because the' aret too technical or difficult Il thiis ttudv
no et tort waR wade to evaluate the quality ot Naval Ret'5'vX t ratlitig or
It.I reI;It ion tco tit, optrattonal readiness 4Of the units. Thi'ae kinditot
judgmenuts ni, made by Inspect Ion teamms with the expertist, to %iikt k t'
Judgment.s-. liit', u avt" mtrelv concerned with the reozervist! ub o--t ,w
porecppto lnn of tilituling and how t hseg pe rCe' ptItk'. might b't' v, At, id tk, tlhi'
intention to reenlist.

V'1UL Of tihi' e 1 wI MltI on tor ltt' Attit UdeS mlght hi" thO' itt.ttst iMih N th
ot the resirvtst with hlis clviliIan 1o,. The kind om clvitloxi ,cculpattiot
an Iniividual hits will xindonb tedlyv dit -mitt titi' much ot his litt',.t\v c .it1,|
tile op'ort'mllItLtt'.S 1" ':t% tir participatt 'n in the Naval i'os'ev\ . I i ,n
ividiv'idu• is I -. it i:t i d with ills civkI I tl I it may in licat c th tt t i" iS
thI' . e ,t p' t ,h, wIll I 'e s:I t isftt.,i In hii s othtrit, t'ur.vsit . Ili tl,,'

t, l h1 nC :114 r1'1 n 1 wh is i1 ithaliep\' I l his clvilit ai .loll n s'.tt ' t ;cl t io
hi.-; until tiiled social uand psvcholOltc:tl n idll in an ephiemt't4 00 r,'i s'h

as the Nn;v.%l Ri'i'rve. _ vil.:_•.•job satisfaction 14 tch' l it',' Itiv'r
I l 11t1t Eit I o1 1 .t t . ", v i; ' N-duaI to Wtai hi!, elv I Ianh owv Ioyv ,'lit it It:i ,

do ,IWth how one t eels; -litle engaged In li s primasr, work voll'.

The • l trlot a i tp be-twe-in tilte i--er\'r iitIs i*Il tilan _jol, sat is; .ct ;,s ;nii
hi: ;t tt itide tow., id thi' Nn\,v would .-ýoen I t it"' V\I' Iv C Iosi it I, a , o I I Ia

- chi e'v'd 1 iti t I %I I S It lii: iI I',I• l o, V0n C c ' 11'At t Ioul, hi,' T Av - I'(" I,,

s:t •lt;v tit li• edI ! 1,'i .14 mitco'\ i'vl t b ' p'alt it , Ie 'at t ig il• i 'It, . t- .

,a I-I 'ititc:',. hc Nhav':m K 1i v-t'.t t Ma'y f(.Lill itt this, citr'9,t• 10,1, n, h mI

IIIItd v i c t;i.1 a" I .tV i'ol Wit' - 1'v v'otilg, .1lst Tm rit Ie'd aIlkl be'gi nilll cI t •rlilv.
Ctio Naival -.1esc'vt mcc\ 11V It'I'C0'Ived AS Ilte't 'llit tlKi it. i... "itt. titlug

• ;t abt lit" Ill hIl.; lilt-, tit, I ýz t00 %I"l'tOC't'%1 itd With Fg t Itt in.A V: t.1b11 t',d to

,'8
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have time for such an ant iii'y activity. Many other as.pects of out's
civilian jlob tarv Iportant such ias it social s;tattus, work schedules, and
opportunit y for sel t-actiial izit Ivon, It is our conjecture that the type
of Job and the Individual's level t satistfction with his occupation Is
a major contributor to how the reservist sees his role in the Navy.

Table 6. shows that reservists have extremely positive attitudes.
about their civilian Job experience. Eight percent feel utzeful, 78
percent accepted, 76 pertcent serious, h6 percentt respected and 48 peltcentt
influential. Looking at the percentage ftgores under riegatlve attitudes,
we see that only 3 percent feel harassed, " t, poicnt hostlie, 6, percent
wasteful, and 7 percent bored anti 7 petcent bored to anv great extent.
Reservistuhave even better ftolings about their civilian sobs than they
did about their act x,1 duty oxpt rieuces. Cl1arl.) res-er-v.ists ar'te 11ot thie

Otiti at of sOctyt who ate dissatisfied With tht, r civilltart Jobs; they
are in fact well pleased with their work.

Table t'ti. shows that thc molt' positive the reseri-is.ratt It tide t, ewaid
his clvilian Job the moret likeiy he will dit'initelv ret''llist. Thc
percettacg ftigures in tfits tat-le rkpresent tOW , prtctentt 1t res cv 'istuwiho
defxnitclt plan to rceteillst Int each cat"gorIv. Ninet-ct'n per cen't o1 thIe
reservists who fteel utseful "t, e nt' xtelut" p'.,ri to icwolist whlt'ro.is 4ý
percent o•f those who feel useful "to a .'V'IV VgreAt exttlln" litll to reenli1st.
Reading across the icol iruns , we fIind thit ast otito ' aft I t aIt !'rov-cs
con ce n ritg his civilian Jot, tilt' groatr xthe pocct'ntagt of those who i-ttend
to reenlist. Till' retverse is t rtrt' for those WIth t itegt'iye Attizu'des. The
more harassed otte feels In hti. .'iitan job, tor examp'e, the I,.'st. ltkelv

lie is to reenlist. These trends persist for eIach attitude exarmincd.
Reservists who are pleased and satisfied with lteir cv'lv li jobs art t1o0,"

most likely to reenllist in the Naval Reserve.

From what has been learited so fir ,.bouit Naval titliIp oweC', WOe ltx

concerned with an individual who had \,erv posit vt'oxptrlenctsi.ý n Al'cti\L'
durty and likes his civiliat j.ob. lie is, however, dissat isfied with the
training he gets and the equipmetit with which ihe must work iii t(il Na.val
Reserve. Reservists are cL'rnxitrutod to their knif ts. but wouild like It, see
their time bctter utl.lt.'d.

From thit perspt'c i\tot oL the N.avo l Rest'rv is| what is It about tihe
training progriam tat is, a ptoblom? Thirtv-silx ;erc,,'t indicate t1hit
classroom ses'sionsi were tit' least signlI'ficalt p rl t oit Ctt'ir Cii .r rt -in.
Naval Reservists wantt hauds-.xt' ext'rcises and pitactiteal trailing. 'tlho
derive a great deal of satisfact ion from work-ing with t thir r I,\cl1t'-
dity couroturterpa rt s. h Mien asked how rthey 'et' aIut't dr l11 l tic * 'ote Oft'ill
aboard ships arLd staitions of the ýIt'tjl'' ttor'eS dUl-irlg tcgtl .r drill is
well as on A('DUTRA, b2 perot it generally . app oN't',d antd onlv 1, 'e't'cont
shotved any dispproval. The t' mot saigni ficiti typtei ot rnaiilnItg the''
currently receive according to their responses, is At''IRLA.

,--



F

TABLE 6.5

ATTITUDES TOWARD CIVILIAN JOB

How Do These Words Describe How You Feel On You' Civilian Job? I

Descriptive To A Great To Some Extent To A Little
Words or Very Great Or No •xtent

Extent +

Positive Attitud.s

Usciul 8Cm! 14%
Accepted 78Z 17% 5Z
SeriouN. 76% 19% 7%
Respected 6 1 30% O
Ttifluent itl 48% 38% 14.'

Negntive Attitudes

hlarassed 3% 9% 9L[

Hostile 5% 15% 81,'
Wasteful 6% 1j% 81""
Boted 7% 2] 722
Disgusted 7% 22% 71", LI

S~Source: 1979 REDC0MRFlG SEVENi Retention Studyt=

*i.,rcentage figures -hat don't total 100 percent are due to rounding

errors.

VI

90

•=;=q- ... i- • • i • • • • i -|... =i• • i i .... i- " I



'14

t•TABLEbb

RELATIONSHIP BETWEEN THE PEKCENT OF RESERVISTS WHO WILL. IEFINI1"EIY
REENLIST AND THEIR ATI'LTUDEt TOWA"D THEIR CIVILiAN RIB

Pe rcent Who Will Detfinitt lv Reenlist In .ach Category

To No To A Very No.,e Great V'cIV
Extent Littli Extent Ext Out Extent Great

E.xte:.t

Positive Attitudes

Useful 19% 22' 28t 4. 4"7
Accepted 23 31 251 4
Serious 27% 322 kt) 41 4.1
Respected 23% 30% 33.: 481.
Influential 20t 30% 34t 47%

Negative Attitudes•

Harassed 4 2'1, 40Z 33% 31; 182
Hosi• le 43% 34% 34% 29% 25
Wasteful 42% 39% 34% 4. 30%
Bored 46% 41% 31% 331 21Z
Disgusted 15% 43% "1 l3% 1 V ,

Source: 1979 REDCOMREG SEVEN Retention Study

Note: The percentage figures ini thi. t able are presented somewnhait
differentlv than those In the other tables in this 'eport.
III the other contingency tables the Ielevant comparisons wer,
made by reading down the columns. In this tablei von musit read
across columns. For example, icad from 19% to 221 te 28, ett.
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Table 6.7 is a comparison of the level of satisfaction with various
aspects of the Naval Reserve experience wbile on Reserve Drill, WETS, and
ACDLTRA. In every category except comradeship, ACDUTRA is rated higher
than similar experiences on WETS and on regular reserve drill. Reservists
enjoy their associations at drill, but are less satisfied with some of the
more substantive concerns and they particularly dislike classroom
sessions. The Ship Board Simulator (SBS) should go a long way in
fulfilling not only the need for equipment, but for a more realistic
training experience.

Part of the problem with classroom sessions may be that the
instructors are inexperienced. This attitude was not directly measured,
but when asked how they felt about a greater use of the Navy Schools
Command facilities for Reserve Drills, 84 percent approved, 13 perc:ent
were neutral and only 2 percent disapproved. This may reflect the hope
that in the School Command you might find not only better instruction
but better equipment.

When this analysis is extended to include a comparison of ACDUTRA, WETS,
Drill Experience and Future Expectations, we find in Table 6.8 t'iat
enlisted reservists in REDCOKREG SEVEN are optimistic about the future.
In every case except comradeship, the mean satisfaction score for fature
activities is higher than the current score involving their drilling unit.
It is also apparent that satisfaction with ACDUTRA and WETS is higher than
the curren•t and expected level of satisfaction with the drilling unit.
This finding is supported by Vroom (1964) who treats satisfaction as a
future event which is to be expected or anticipated.

In spite of poor attitudes about the training and equipment of the
Naval Reserve Centers, the reservists by and large are quite optimistic
about their chances for advancement. Twenty-nine percent give themselves
a 50/50 chance of advancing, 23 percent of the reservistrthink the), have
a 75 percent chance and 15 percent are so confident as to believe they
have a 100 percent chance of advancing in rate.

To summarize w, find that reservists are pleased with th.i- ini ts and
tht comradeship but are dissatisfied with the training and equipment.
Thev feel too little time is spent working in their rate and reoding
professional materlal, and too much tine writing reports and attending
Smeetings. They place great value on ACDUTRA. The closer they pet to
active duty,the better they like it. The greater the satisfaction with
various aspects of the Naval Reserve, the more likely the intention to
reenlist. The most sensitive predictors are the attitude toward uniform
requirements and their general reserve experience. Although they arenot
satisfied with training, their attitude regarding this highly important
activity does not explain why they drop out of the program. We find that
the more satisfied they are with their reserve experien(-e and thIr
civillan occupation, the more likely they will reenlist. These findings
support the literature that satisfaction is one of the better pvedictors
of retention.
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TABLE 6.7

A COMPARISON OF THE LEVEL. OF SATISFACTION WITH VARIOU3, ASPECTS OF Tre 4
NAVAL RESERVE EXPERIENCE WHILE ON RESERVE DRILL, WETS, AND ACDUTRA

4

The Per'-entage Satisfied With
Training Experienced

Aspect of Reserve WETS ACIMJTRA
Reserve Training Drill

General Experience 48% 43% 581
Talent Utilization 35% 37% 52%
Supv. and Instruction 49& 44% 562
Training 26% 40% 52%
Equipment 19% 41% 55%
Lodging NA 351 447
Comrades hip 66% 531 57%
Sense of Accomplishment 27% 41% 531

Source: 1979 REDCOMREG SEVEN Retention Study
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TABLE 6,8
A;4

COMPARISON OF SATISFACTION WITH VARIOUS ASPECTS OF NAVAL RFSERVE:
DRILLING UNIT, FUTURE EXPECTATIONS, ACDUTRA AND WETS

SATISFACTION WITH NAVAL RESERVE

Futuare Expectations Drilling Unit ACDU'rRA WFTS
Drilling Unit 1979 1979 1979

1980+

ComradeNhip 3.650 3.763 3.601 3.525 1
Supervision 3.351 3.346 3.544 3.307
General ExperIencte 3.194 2.673 3.477 3.259
Training 2.961 2.734 1. 401 3.222 L
Eqtit pment 2.834 2.409 3.479 :;. 208
Lodging NA NA 3.101 2.990

Source: 1979 REIDCOMREC SEVEN Retnetion Study

*Mean: The higher the mean score, the higher the satisfaction scorep on each
item range from I to 5.
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What a reservist thinks about the Naval Reserve may depend on the
leadership style of the Commiasioned Officers and Petty Officers in his
unit. "A leader is a person who is able to unitapeople in pursuit of
common goa1s,11-according to Herbert Simon (Simon, 1950, p. 103).
Leadership Style is the characteristic way in which a leader goes about -j
accomplishing this task. As discussed in Chapter 1. the assumptions one
accepts about the nature of man wiII influence his ideas about the most
effective type of leadership. Some leaders believe that people inherently
dislike work and therefore they must be coerced, threatened and directed.
Others are of the opinion that work is natural and that people seek
greater responsibility. (McGregor 196O, p. 38, 37). These leaders
believe that their major function is to create a situation where people
can exercise their Imagination and ingenuity. Since men exercise self-
direction in the service of objectives to which they are committed, the
proper leadership style is democratic instead of authoritarian. It is this
kind of leadership stressed in the recent Navy retention film, "The
People Frinciple."

It I., quite possible that different personality types may respond to
different leadership styles. Some people obviously need very close
supervision and others work better when they are left to their own devices.
It is our conjecture that given the democratic environment in which most
Americans are reared, they will be more likely to respond to non-
authoritarian leadership styles. This inclination to respond i,.',r, readily
to democratic leadership will probably increase as the technenil ipeciality
becomes more sophisticated. Although this is what is expected, the
reverse may well be the case, since the Navy is admittedly a conservative
institution, and the military by its nature is authoritarian. People
who are satisfied in military societios may feel more comfortable never
questioning authority and always complying with orders rather than
responding to suggestions and initiating their own acitivites.

Table 7.1 shows that the reservist's evaluation of naval leadership
is quite positive. In response to the statement, "The Commanding Officer
always provides strong leadership to this unit." 36 percent said eklways",
28 percent responded "often", and 23 percent said "occasionally".
Looking, over the next two statements in this table, we see that 29
percent fclr that the Commanding Officer "always" took a personal interet't
in the individual's naval career and 44 percent thought that t]the) had
always been treated fairly by the Commissioned Officers in their ui its.

T Teblc 7.2 shows the relationship between the perceived leadership
strength of the Commanding Officer (CO) and the intention of reselvists
to reenlist. It waa found that 46 percent of those who see theli CO as always
providing strong leadership definitely intend to reenlist. As htl
perception of leadec.,dhip strength declines, the percentage of thos,, who
intend to reenlist declines from 46 percent to 34 percent to 26 percent to
"27 percent to 17 percent. Where you have the perception of a f~trmiug leader,
you are likely to have relatively high reenlistment rates.
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TABLE 7.1 1

EVALUATION OF OFFICER LEADERSHIP STRENGTH WITH THE NAVAL RESERVE UNIT

Statement Never Seldom Occasionally Often Always

The Commanding Officer
provide@ strong
leadership to this
unit. 41 91 23% 28% 36%

The Commanding Officer
takes a personal
interest in my naval
career. 7% 14% 27% 23% 29%

In dealing with the
Comissioned Officers
in my unit, I have
been treated fairly. 2% 5% 17% 34% 44%

Source: 1979 REDCOMREC SEVEN Retention Study
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TABLE 7.2S:Iii

COMPARISON OF COMMANDING OFFICERS' PERCEIVED LEADERSHIP STRENGTH*i_
AND THE INTENTION TO REENLIST

Intention to Reenlist
Provides

Strong Definitely Hope Don't Unlikely Definitely Total**
Leadership Will To Know Will Not 2

Always 46% 15% 27% 5% 7% 100% 1
Often 34% 21% 29% 9% 7% 100% II
Occasionally 26% 17% 35% 7% 15% 100%
Seldom 27% 19% 31% 6% 16% 100%
Never 17% 12% 37% 12% 23% 100% 2

Source: 1979 REDCOMREG SEVEN Retention Study

*Note: Perceived leadership stxength was measured by asking respondents
whether they thought the Commanding Officer provided strong
leadership to the unit. If they anowered"alwa"sit is considered
very strong and if"never"it was considered not strong at all.

"Seldom'...occasionally"and"often"are intermediate categories.

**Percentage figures that do not total 100 percent are due to
rounding errors.
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The percentage of reservitstwho thought that Petty Officers in their
unit were forceful was considerable less than the percentage who believed
the Commanding Officer provided strong leadership. COly 5 percent claimed
that Petty Officers alwany were forceful. Thi momt that roservis( vouldn
say about the strength of their Petty Officers was that they wor' fortitelul
occasionally. Although the Commanding Officer and Commiasioned Officers
generally go through more careful selection processes than Petty Officers
and would naturally be expected to exercise stronger leadership, the fact
that 38 percent of the reservist say their Petty Officers are "never"

or "seldom" forceful suggest a possible weakness in the Chain of Command.

The forcefulness of a Petty Officer may be confused with an
authoritarian leadership style and lack of forcefulness may be identified
with a democratic leadership style. Since Chester Barnard in the 1930's
discussed the reciprocal nature of authority relationships, most know-
ledgeable administrators have been aware that authority is grounded in
consent and that disregard for the views of ones subordinates leads to
ineffective leadership (Barnard, 1910). Nevertheless, democratic
leadership can easily be confused with indecisiveness. Before we assume

that Petty Officers are providing weak leadership, a more in-depth
investigation into this matter is appropriate.

Some people have argued that Barnard's concept of authority is what
has weakened the military establishments; but whether this is true or
not, leadership principles based on the human relations approach have
become orthodoxy. Table 7.3 shows that the democratic approach to
leadersb 4p is dominant in the Naval Reserve. Only 3 percent of the
rese.vistisay their supervisor always rules with an iron hand and only 8
percent claim that this often happens. Rarely in the Naval Res-rve do we
find -apervisoIs acting without consulting the members of the u it.

The responses to question 2 under Authoritarian Leadership qhoi th-It
5 percent say that their supervisor always acts without consultiL.*, them
and only 16 percent say this often happens. By contrast, 50 percent
claim that their supervisor is always approachable and 27 percent believe
that he always cares what the reservists think. The democratic leadership
style is far more popular than the traditional authoritarian manner of
handling people in the Naval Reserve.

It has been shown repeatedly that a democratic leadership is .en
effective in improving performance, but does it contribute to an atmosphere
that encourages retention? Table 7.4 shows that 50 percent of the reservists
who are of the opinion that their superviior always cares what they think,
definitely intend to reenlist; and only 22 percent of those who believe
thei-r supervisor is unconcerned with what they think, plan to reenlist.
Democratic leadership style does contribute to higher retention.

The relationship between authoritarian leadership mnd retention,
however, is not woll established. Looking at the item under Authoritarian
Leadership Style in Table 7.4, we find that 25 percent of thost, who believe
that their supervisor always rules with an iron hand, intend to reenlist;
and 34 percent of the reservist who say their supervisor never rules with
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TABLE 7.3

ATTITUDES TOWARD NAVY SUPERVISORS
AUrHORITARIAN OR DI4DCRATIC L&AMRSHIP STYLES*

Statements Never Seldom Occasionally Often Always

I. Authoritarian
Leadership Characteristics

1. My supervisor rules
with an iron hand. 19% 36% 35% 8% 3%

2. My supervisor acts
without consulting
the members of the unit. 14X 37% 32% 13% 5%

3. My supervlsor keeps
to himself. 20% 391 30% 10% 2%

4. My supervisor assigns
members to particular
task. 4% 82 29% 43% 15%

.n-Authoritarian
Consultative Type Leader

1. My supervisor is
approachable. 2% 5% 16% 27% 50%

2. My supervisor cares

what people like me
think. 6% 12% 27% 28% 27% I

3. My supervisor does
little things to make
it pleasant to be a
member of this group. 8% 17% 39% 29% 8;

4. My superviror lets
"unit members know what
is expected of them. 3% 7% 21% 352 34%

Sonurce: 1979 REDCOMREG SEVEN Retention Study

*Porcentlage figures that do not. total 100 percent are due to rounding errors.

100



TABLE 7.4

RELATIONSHIP BETWEEN LEADERSHIP STYLE AND THE INTENTION TO REENLIST*

Intention to Reenlist

Statement Definitely Hope Don':t Unlikely Definitely
Will To Know Will Not

S Democ ra~t ic

1y supervisor cares what

pol like me think.

Always 50% 16% " 2 6% 7%
Often 35% 23% 27% 6% 9%
occasionally 25% 15% 37% 9% 13%
Seldom 33% 16% 341 5% 13%
Never 22% 11% 33% lit 23%

Authoritarian

My supervisor rules with
an iron hand.

Always 25% 10% 35% 13% 18%
Often 40% 15% 31% 2% 12%
Occasionally 36% 18% 30% 6% 9%
Seldom 34% 19% 29% 8% 11%
Never 34% 15% 30% 8% 11%

Source: 1979 REDCOMREG SEVEN Retention Study

*Percentage figures that do not total 100 percent are due to rounding errors.
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an iron hand, intend to reenlist. In fact, 40 percent of those who see
their supervisor ruling with an iron hand often plan to reenlist. It
would seem that authoritarian leadership does not raise an obstacle to
reenlistment, but neither does it encourage retention whereas democratic
leadership does have the tendency to promote retention.

Table 7.5 shows that reservistsprefer a positive approach to super-
vision. They also place emphasis on clearly established goals and
objectives. Close supervision as long as it is positive is thought to
be highly desirable. Fifty-two percent of the reservistrwould make a
great effort to check with their subordinates daily to see if they need
help but on!y 22 percent would make a great effort to push their people
to meet schedules. The proper approach, they feel, is to encourage
rather than force compliance.

People Orientation

Naval Reservist's attitudes about work generally, not just the
activities associated with the Reserve, further reinforce the proposition
that a humanistic people oriented approach is given great value. Table
7.6 shows that 61 percent think it is very important to have a sense of
accomplishment, 60 percent expect fair treatment, and 54 percent want
independence in work. It Is also very important to be able to learn
new things and work in a stimulating environment. The Naval Reservists
say they want a challenge. If we combine the first two categories in
Table 7.5, ninety-five percent say a sense of accomplishment is either
very important or important to them in their work. A far greater
percentage placed value on these kinds of incentives than on the more
materialistic benefits such as pay, security, retirement.

From our earlier discussions, we discovered that the main reasons
individuals join the Naval Reserve are for pay and for retirement;
however, they certainly expect a good deal more from their related
activities than these economic incentives. In Maslow's hierachy of needs
economic drives are primary, but once this need is satisfied, the level
of expectations rise. If these high expectations about what they should
get from their work are not satisfied then they very likely will fail to
reenlist, thus the current crisis in retention.

Equity

A related problem is concerned with whether reservists think they are
being treated fairly and whether work is sensibly organized. It is
hypothesized that the greater the sense of inequity the less likely the
intention to reenlist. In addition to the effects of perceived inequity
on the individuals themselves, to run roughshod over people's feelings
at what is fair contributes to a decrease in the cohesiveness of the unit
which inevitably leads to general personnel problems. Because of the
history of racial and sexual discrimination in this country, minority
relations is an area of special significance where leadership is critically
important if the unit is to work effectively.
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TABLE 7.5

DESIRABLE QUALITIES IN A NAVY SUPERVISOR
{

If 1 were supervisor 1 would try to: Make a Great
Effort

To Do This

Check with subordinates daily to see
if they need help. 52%

Encourage my subordinates to set
their own goals and objectives. 51%

Set goals and objectives for my
subordinates and sell them on the
merits of my plan. 41%

Set up controls to assure that my
subordinates are getting the job
done. 36%

Step in as soon as reports indicate
that the job is slipping. 35%

Make sure work is planned. 33%

Allow subordinates to make important
decisions. 31%

Closely supervise to get better
work. 267

Push oy people to meet schedules
if necessary. 2%

Source: 1979 REDCOMREC SEVEN Retention Study

103

K _



TI

4t 

t

TABLE 7.6

ATTITUDES ANOUT WORK GENERALIY*

Degree of lmporta"ce

Item Very Important Nsutral or

Important Unimportant

1. Sense of worthwhile

Accomplishment 61% 34% 4%

2. Fair treatment from my
supervisor 60% 36% 52

3. Chance to exercise

independent thought and
action 

•4% 

39% 

7% 

1

i 4. Oppoctunities to learn new
things from my work 54% 40% 5%

5. Stimulating and challenging

work 54% 40% 6%

S6. Opportunities for personal

growth in my job 51% 43% 6% 1

7. A sound retirement plan 48% 41% 10%

8, Great job security 46% 39% 15%

9. High respect from my

co-workers 45% 45t 10%

10. PleasHnt working climate 39% 50, lit

11. Fringe benefits 39% 49% 12%

12. High salary 35% 50% 16%

13. Quick promotions and
advancement 27% 51% 23%

Source: 1979 REDCOMREG SEVEN Retention Study

*rercentage figures that do not total 100 percent are due to rounding errors.
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Looking at Table 7.7, it becomes clear that among most all reservists,
there is a strong feeling that they are being treated fairly and equally.
The one exception is among black Naval Reservists, Among most reservist:,
however, 57 percent agree that work is sensibly organized, 58 percent
Think favoritism is discouraged, and 65 percent believe that people work
together to solve unit problems. Seventy-five percent of all reservistl t
believe that people are quickly integrated into the unit, 64 percent
think the chain of command is receptive to new ideas and 53 percent say
that their unit is a closely knit group. Very tew are fearful to
express their opinions and the level of hostility among unit members is
quite low. These positive feelings are present oven though 85 percent
of the reservists believe that their unit contains memobers with widely
varying backgroutnds. The facts from our earlier study of background
characteristics do not support this perceived cultural diversification,
but reservist believe they are participating in. a group that is made up
of many different kinds of peopl,!. They also accept the idea that these
individuals have a right to he there. Eighty-two percent of the males,
for example, reject the idea that women should not be in the Navy. There
is a feeling of cohesiveness in that a majority of all groups believe
that people work together to solve unit problems.

Attitudes of Women Reserists

When we turn our attention to the attitudes of women reservists,
we find that the attitudes of most women are consistent with those of
the entire group. Sixty-nine percent of the women reserists say that
they are treated fairly, 76 percent think that people are quickly
integrated into the unit, 69 percent think people wurk together to solve
unit problems, and 62 percent believe the chain of comiand is receptive
to new ideas. Fifty-two percent of the women reservistr say that favoritism
is discouraged and 55 percent believe that the unit is a closely knit '
group.

A comparison of the attitude of women with thos:e of men in the
Naval Reserve, reveals that there Is very little difference. In fact, ]
women believe they are treated more fairly than men do, altihough the
difference is- so small as most likely to be accounted for by chance. -

Fifty-two percent of the women think favoritism is discouraged and 59
percent of the men agree. Seventy-six percent of the women think peop',-
are quickly integrated into the unit and 75 percent of the men agree.
The greatest disagreement is coicervne,' with whether work is sensibly
organized. Only 47 percent of the women think that it is, whereas 57,
percent of the men believe that work is sensibly organlzed. It would be
interesting to probe and find out why women believe an imp-ovement in
this area i-, needed hut the survey design doesn't permit this luxury.
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TABLE 7.7

COMPARISON OF ATTITUDES CONCERNING EQUITY IN THE NAVAL RESERVE AN)1G
BLAOKS, WOMEN AND OTHERS IN THE NAVAL RESERVE

Percentage Who Agree That The Statement
Is True or Mostly True

Blacks Whites Women Men All
Reservist

Blacks are treated fairly 40% 83% 71% 77Z 76%

Women are treated fairly 55% 68% 69% 66% 61%

Favoritism is discouraged 36% 62% 52% 59% 58%

People are quickly
integrated into this
unit 64% 77% 76% 75% 75%

People work together to
solve unit problems 63% 78% 69% 76% 65%

The Chain of Command is
receptive to new ideas 49% 67% 62% 65% 64%

Work in sensibly organized 49% 57% 47% 57% 57%

This unit is a closely
knit group 40% 56% 55% 53% 53%

*Some members are hostile
to other members of this
unit 25% 14% 19% 16% 16%

*Members fear to express
their true opinions 28% 14% 15% 16% 16%

Source: 1979 REDCCMREG SEVEN Retention Study

Note: Items with a 3tar (*) indicate that agree responses represent a
negative opinion concerning the degree of equity in the unit.
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TABLE 7.8

ATTITUDES OF BLACK RESERVISTS TOWARD THE NAVAL RESERVE

• Percentage*

* Statement Definitely False Undecided True Definitely
SFalse True

zzBlacks are treated
fairly 9% 12% 39% 352 5%

-Equal Opportunity in
t Job Aeaignments 7% 12% 30% 42% 9%

-LFavorirtism

Discouraged 7% 17% 41% 28% 8%

People quickly inte-
grated into unit
activities 3% 92 23% 49% 16%

Some members are
hostile to other
members of the unit .11% 37% 27% 18% 7%

Members fear to
express their
opinions 13% 34% 26% 232 4%

This unit is a closely
knit group 5% 20% 35% 31% 9%

Source: 1979 REDCOMREG SEVEN Retention Study

* *Note: The total number of blacks surveyed was 288.
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TABLR 7.9

RELATION BETWEEN CONCEPTS OF EQUITY AND INTENTION TO REENLIST

Intend to Reenlist

Statements* Definitely May Don't Unlikely Deflnitely Numblr
Will Know Will Not

Equal Opportunity Def. T. 56% 17X 18% 3% 67 (481)
In Job True 42% 18% 26% 6% 8% 46 (845)
Ansigimnt DK 22% 14% 42% 9% 131 16 (289)

False 21% 18% 38% 6% 17% 8% (138)
Def. F. 19% 9% 38% 14% .01 4 (64)

Favoritism Def. T. 58t 17% 15% 4% 6% 1 h (281)
Discouraged True 48% 20% 23t 42 5% 42 (755)DK24*. 15% 40T 101, '? 0

False 32Z 15% 31% 0 16Z% l1 (1771
Def. . 25% 12% 30% 9% "4Z 4 (76)

Unit is a closely Def. T. 58% 16% 15% 4% 7ý Iw olw'I)
knit group True 48% 19% 23% 4% 43 (;70)

DK 27% 15% 36% 10% 10'. '7 (487)
False 31% 15% 34% 5% I)% 17 (300)
Def. F. 27% 12% 28% 12Z% 211 4 (67)

Source. 1979 REDCOMREG SEVEN Retention Study

V tNote: Def. 1T. - Defintely True, DK -Don't Know, Def. F. - Dfnitev Fal:w
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--- The relationship between the perceived inequity of the system by
blacks, and their intention to reenlist is very weak. Table 7.10 shows

r- -that 23 percent of those blacks who reject the statement that, "Blacks
are treated fairly," say they definitely intend to reenlist whereas 21
percent of those who feel that the statement in true definitely reenlist.h The difference between 23 percent and 21 nereent iu only 2 percentage
points. The dttitude of blacks concerning the equity of their treatment
does not predict whether they intend to reenlist. The explanation for this
may be because they are treated as fairly or more fairly in the Naval
Reserve than in other outside types of activities. It could also be
accounted for because there are other overriding considerations such as
pay which make it worth the effort although they feel they are not being t2
treated as equitable as do whites. Our earlier analysis on background
characteristics showed that far more whites than blacks intend to reenlist.

The explanation for this, however, must lie elsewhere than in the perceived
fairness of the Naval Reserve.

Although improving the perception of blacks concerning the fairness
of the Naval Reserve may not increase retention rates, It is importanti!
to reduce these feelings for a number of other reasons. In the first place,
the Navy is committed to policy of equal opportunity. Second, feelings of
being treated unfnirly probably affect performance and the operational
readiness of the Reserves. Most important, however, is the need to
develop a system where merit is the overriding criteria rather than one!s
position in the society. No system where there in a minority of people
who feel mistreated will function as well as one where all the people
feel that they are getting theic fair share and advancement is open to
all who are willing to make the effort.

Summary 4z
In summary, we find that Naval reservists think that their Commanding

Officers provide strong leadership to their unit, although they are not
as impressed with the leadership of their Petty Officers. Democratic
leadership styles are widespread and preferred over authoritarian leadership
C-tyles. ML18t reserviuts believe they are trented fairly and that fovoritism
is discouraged. Women have been integrated into the units very well but
blacks still feel that they are not treated as fairly as whites. The
general attitude toward work in to place great value on intrinsic benefits
and less emphasis on extrinsic rewards. The generalization that a .
consultative leadership style encourages retention is confirmed.
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TABLE 7.10

RELATIONSHIP SETWEEN EQUITY AND RETENTION AMONG BLACK NAVAL RESERVISTS

Intention co R ecnlli

Definitely Hope Don't Unlikely Definitely NumberWill To Know Will Not
Blacks are Definitely

Treated Fairly False 23% 9% 41% 9% 18% 8 (22)

False 12% 122 64% 6% 6% 1? (33)
Undecided 20% 20% 47% 6% 6% 39 (13J)
True 19% 16% 51% 7% 6% 35 (94)

Definitely

True 21% 29% 36% 14% 0 5 (14)

Source: 1979 REDCOMREG SEVEN Retention Study
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The analysis so far has focused on socioeconomic background
characteristics and satisfaction with various aspects of the Naval Reserve
and leadership. We have shown that economic motivations and attitudes
toward work are important explanations of the intention to reenlist, and
that leadership styles can influence behavior in desirable ways, but
could it not also be possible that reservisti feel an obligation to serve
their country and a sense of citizen duty which is associated with their
continued participation with the Naval Reserve? This section is an
investigation into the role of civic responsibility or what might be
called patriotism.

Reservistsin this Readiness Command, according to Table 8.1, have
a high sense of civic responsibility. Seventy-six percent feel that
ordinary citizens ought to engage in some form of public service, 71
percent agree that a good citizen has a duty to help out in the community
and 65 percent say that they would have felt like they had neglected
their duty if they had not joined the military. In our earlier discussion
concerning the primary reason for initial affiliation with the Naval
Reserve, 11 percent of the reservists gave patriotism as their primary
reason for joining the Navy. Although this ran behind drill pay, retire-
ment and mandatory obligation; it still ranked fourth out of a possible
list of 18 reasons that might have been given for joining the Navy.

Citizen Duty

Not only do these respondents feel a high sense of citizen duty to
serve their country, they also believe that once they have committed
themselves to a job they have an obligation to do their best. Ninety-
three percent of those questioned said that it is the duty of a person
to do his job the very best he can, and the same percentage indicated
that they felt very badly when they failed to finish a job they had
promised to do. Critics may charge that these are "leading questions" and
certainly more work on testing the validity of these items is necessary5
however, the initial results are interesting given the fact that thc
preponderance of behavioral literature runs contrary to these findings.

Looking at the relationship between a sense of civic responsibility
and the intention to reenliat, we find in Table 8.2 that 56 percent of
those who "strongly agree" that one has an obligation to do public servicc,
intend to reenlist; whereas,only 23 percent of those who "strongly
disagree", plan to reenlist. The same relationship existswhen you consider
the reservists' attitudes toward citizen duty. Fifty-five percent of
those who "strongly agree" that individuals have a duty to help in the
community, definitely intend to reenlist; whereas, only 33 percent of thove
who "strongly disagree" with this statement plan to reenlist. Among thosv
who grew up with the idea that they had military responsibilities as well
as general community obligations, we find that 58 percent definitely plan
to reenlist and among those who "strongly disagree" with this norm 24
percent plan to stay in the Reserves. The pattern of responses indicate
that Naval Reservistlhave an extremely high sense of civic responsibility
"ind serving in the Naval Reserve is one way to fulfill these obligations.
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TABLE 8. 1

SENSE OF CIVIC RESPONSIBILITY 
,

Percentage *Agree Do ' t Di sagree V
General Statements Civic Responsibility Know

1. Ordinary citizens ought to feel
obligated to engage in some form
of public service (not necessarily
military) while they aro young. 76% 11% 13Z

'2. A good citizen has a duty to help
out in the community. 71% 12% 18V

3. I would have felt like I neglected
my duty if 1 had not joined the
military. 

65% 19% 28%

Source: 1979 RWDCOM REG SEVEN Retention Study
*Percentage figures which do not total 100 percent are due to rounding
errors.
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TABLE 8.2

RKLATIONSHIP BETWEEN SEISE OF CIVIC RESPONSIBILITY A
AND THE ITENTION TO REENLIST* .

Intention to Reenlist

Statement** Definitely Hope Don't Unlikely Definitely Number

Will To Know Will Not

Obligation to do SA 56% 15% 20% 5% 5% 31% (569)
public service A 36% 20% 31% 5% 9% 45% (812)

DK 25% 14% 34% 13% 13% 112 (202)

D 31% 17% 33% 7% 13% 1.1% (192)
SD 23% 7% 30% 7% 34% 3% (44)

Duty to help in SA 55% 16% 19% 4% 6% 23% (417)
the community A 40% 19% 29% 5% 8% 48% (870)

DK 19% 152 39% 13% 14% 12% (214)
D 34% 15% 31% 7% 13% 14% (261)

SD 33% 92 24% 13% 22% 3% (55)

Neglect ones duty SA 58% 16% 16% 5% 4% 25% (445)
if hadn't Joined A 45% 19% 26% 3% 7% 35% (640)
the military DK 27% 17% 36% 11% 9% 13% (239)

D 23% 17% 38% 9% 13% 22% (349)
SD 24% 7% 31% 8% 29% 5% (96)

Source: 1979 REDCOM REG SEVEN Retention Study

*Percentage figures which do not total 100 percent are due to rounding errors.

**Note: These concepts were measured by asking respondents whether they agreed or

disagreeded with the following statements: Ordinary citizens ought to fee,
obligated to engage in some form of full-time public service (not necessarily
military service) while they are young, a good citizen has a duty to help out
in the community like doing church work or belonging to a civic club, and I
would have felt like I neglected my duty if I had not joined the military.
Strongly Agree - SA, Agree - A, Don't Know - DK, Disagree - D, Strongly
Disagree - SD.
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Although they inevitably give economic reasons for joining the Naval Reserve; =1
and these motivations are no doubt legitimate, they also have a moral
obligation to do their duty by participating in the civic aflairs of their

AtLiLude1s Loward War I-
This raises questions about the attitude of reservist toward war.

If they are individuals who not only are motivated by basic economic needs

but by a sense of morality, what do they think about participating in an
organization that is for the purpose of fighting wars? The activities of
many Americans during the Vietnam War, for example, were a result of their
view that the war was immoral. Hundreds of young men sought refuge in
Canada and Europe to escape the draft because they claimed the war was
unjust. These feelings have subsided, but the relationship between the
level of moral awareness and military responsibilities remains intriguing.

This relationship may be clarified partially by determining whether
reservistebelieve war is likely in the near future. If there is little
likelihood of war, the moral questions can be pushed into the background.
When asked whether they agreed or disagreed with the statement that
conventional war between the United States and another nation is a real
possibility, Table 8.3 shows that 82 percent agreed, 10 percent didn't
know, and 8 percent disagreed. The possibility of war is very real to
Naval Reservistghowever, in response to an earlier question about the
possibility of the Naval Reserves being recalled to active duty we found
that 55 percent of the reserviststhought the chances of a recall was
about 20 percent or less. Although t.ey believe war is likely, they
think the chances of their being asked to fight are fairly remote.

When reservistswere asked about the possibility of an all out war,
their responses were not so straightforward. Most simply said they didn't
know. However, Table 8.3 shows that 35 percent agreed, 42 percelnt didn't
know and 23 percent disagreeded that all out war was likely within 15
years. Although the chances of conventional war perceived n'" much greoter
than all out war, it is not beyond the realm of possibility for over one--
third of the reservists questioned. Reservists view the possibilitv 4,f
a limited nuclear war between the U. S. and Communist forces within t-ho
next 15 years as having about the same chance of occuring as all out war.
Apparently reservists are somewhat less able to make the kinds ot refined
distinctions along the "escalation ladder" that are made by sulh high-
level strategist as Herman Kahn (Kahn, 1967 ).
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TABLE 8.3

"ATr 1TtM1tl.,; (F NAVAl. Rt,:.•:RVI I' 1'01ARP VAN*

_________________________________________

Percent age

"Statement** Agree Don' t Know Disagree

i.
1. Conventional war between 11. S.

and another nation is always i-
real possibility. 82% -0% 8% 6

2. All out war is likely within

15 years. 35t 421 23%

3. Limited nuclear war between the
U. S. and Communist forces Is
likely within 13 year,;. 31%• 4 3Z 201

4. All wars are immoral. 1% 21U 47%

5. World War 11 was a ,lust war. 48% i , 33%

6. The Vietnam War was a Just war. 2U% 22% 57 I-

7. It sometimes bothers me that 1
am a member of an organization,
the Naval Reserve, that is
organized for the purpose of
fighting wars. 17% 10% 73%

SourcL: 1979 REDXOM REG SEVEN Retention Study

*Percentage fijures which do not total 100 perccnt art" duc to rounding errors.

**Nore: These coucepts were, mea.iuted by asking, the respondent whether
he abreed or disagreed with the following statements: Conwet tlonal
war between the U. S. and another nation is a lways it real poz4sibility,
all out war Is 1ikely within 15 years, and timIted :nuclc"ar wair
between the 11. S. and Communist forces is liielv within 15 years.
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When you examino the attitude of reservists toward the morality of war A
or the concept of a "Just war,' we find that almost one-third of the
reservists think that all wars are immoral. Forty-eight percent accept the
idea that World War II was a Just war, but only 21 percent agree that the
Vietnam War was Just. The affect of these attitudes toward the Vietnam
War is moderated when you realize that it has been almost 10 years since
that unpopular war was concluded. Most young people in the Navy were in
grade school during the 19b0's and for them the war is something they
read about in the history books. It is no doubt true, however, that when
57 percent of the reservists feel that the purpose for which they might
have been called on to fight was immoral, retention is made more difficult.
These questions concerned the past. A more relevant Item involves the
present. When asked if It sometimes bothered them to be a member of an
organization, the Naval Reserve, that is organized for the purpose uf
fighting wars, 73 percent rc-sponded that It (lid not bother them. Naval
Reservists, like other Americans, are aware of the ethical implications
of their activities, but tile-,- do not feel that their participation in the
Naval Reserve creates any moral problems for then,

Even if reservist do not fr•nction at the lovcl of grand :travcy
they are involved in politics and other forms Of civic life. The
question is, whether connunitv involvement detract.; from their Naval Reserve
participation or reenforces it? The old adage that If you want something
done, give the job to a buzny person may well apply to Naval Reservists who
are active in their communitv.

Political Activity

Naval Reservists inaturally spend most of their time In liviliha
pursuits, which include various community activities. Such community
service often involves politics. It should, therefore, be no -surprise
that Naval Reservists are very politically active. They say tiiey are
interested in politics, they vote and some campaign.

Table 8.4 reveals that Naval Reservists arc far Inure iuvo!vcd in
politics than most Americans. Seventy-eight percent of the respondent;s
were registered to vote, 71 percent expressed some interest In politics,
and 69 percent claimed tL have voted in the last genera] VlecttiOu. is
only with such activities as campaigning that the percentage figuc-e drops
to 2b percent but even this is far in excess of national average. This
level of involveuient is probably explained because of the relatively high
socioeconomic level of most Naval Reservlsti-,

Not only are Naval Reservists highly involved in politics, butt those
who are most involved are most likely to intend to reenlist. Table ,*
shows that as one's involvement in politics increases, the decision -1
reenlist is more likely. Forty-five percent of those who are registerci
to vote compared to 22 percent who aren't, say they definitely will

reenlist; 42 percent of those interested in politics compared tL, .'. percent
who are not say they definitely will reenlist; 47 percent of those who
voted In the last general election compared to 25 percent who did not
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TABLE 8.4

RELATIONSHIP BETWEEN POLITICAL INVOLVEMENT AND INTENTION TO RENI.IST

Intention to Reenlist

Political Definitely Hope Don't Unlikely Definitely Number
Involvement* Will To Know Will Not

1. Registered Yes 45% 18% 25% 5% 6% 78% (1,415)
to Vote No 22% 14% 35% 9% 21% 20% (365)

2. Interested Yes 42% 17% 26% 6% 8% 71% (1,291)
in No 321 19% 32% 7% 11% 14% (260)
Politics

3. Voted In Yes 47% 19% 24% 5% 6t t-9Z (1,242)
last No 25% 14% 36% 10% lb% 30% (545)
General
Election

4. Talk Yes 45% 17% .25Z 6% 7% 64% (1,159)
Politics No 32% 18% 31% 7% 13% 28% (504)

5. Campaigned Yes 53% 14% 22% 4% 7% 26% (473)
No 36% 18% 29% 7% 10% 692 (1,243)

Source: 1979 REDCOMREG SEVEN Retention Study

Note*: The Uncertain category was not listed since it represented a very small
number of respondents, only 3% were uncertain whcther they campaigned,
9% were • icertain whether they voted, n% were uncertain whether they were
registered, and 8% were uncertain whether they talked politics.
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eiay they def(itnt ely will re'n Iiut ; 45 percent of thoi, who ta•lk pollft-Ic1

t-oniyired to 32 pervent who do not, say they de|fnit.fly will reenilist
avd 53 perc-'t of those' who cnimpyigned c'ompareed toa 36 perceiit who did not,
say they definitely will reotl 1!;t. At every level of political parti-

cipation, renerviats who arre involved in pol.itics are morm ]Lkely to
rccnittit than those who are tunt invol-ved in tiie a olitical- prace:;:,

If political llyvoyvi-ex'rlt ofier-, a po.ssibl' explanailtion for retetiaon.,
polit cail party Identitic ation (o'xH not. Forty-two percent of thei
Democ ratS, 44 pO elcenL of tihe' 1 ndop'endcn It.a .1i1 It') pe' l't'et of thle R'iptblican
r'ay they would de finti tel y 'etn list. We]lI over hal I of tlh r'epondents
(1,211) are either uncert~aei or believe that both1 parL los are about the
same when it comes to 1nc t Il oi1 de'flense' sptild likg.

Although part isa'sh l 11p :•e'em: inimlport ant , ideOll'ijcal oIenFIV't At 1011 I .
Hi go If I can t. The more con.lservatrive one !ect-: hinm.lif the more lIke'Iv 1I
will revii 1st. About 40 po'ri',t of the i"tW'rv Icere cIt el 'oIVaIjvt I, 1(0

pt'rcolt were lIberal aid 17 perckent Haid thl-v i iln' I t hmis ik I hoI lo,. ic(l.I
I CM. However, most Nnval Risevivist; ae" cithli •si.•,'v,at lye or (t Ileod;i 1te.
of thlose Wlo clitim to ht' (conn ;vr'vat iw,, N 0 wric.lt will dletii IIIely i'enl ist,
whereas only 2') percvent of thl' I ibe' ha :•na tll'y wi ll r'elni lst. 1TheI.

inodcrates fall clo Nr to I he oI'l;v'i v.iatVt' I vu d 0u 1 o heI ";c,il ' with 4.1 pe Ircent
saceylig thnt they will re I I t. I .'o Ilt Ica:l ,Iiivolvoivii.i I.. po:( I vi1v I

ates'ociate'd with one'sn Nav.il R.serve pa'i'l eel pe fil but arti:;all f'et'l il!tg
eeem to be' relitlyvely till Importaltl ill explaildlu rnIt'l'tiotl.

S.unmnry

Tit et,,,unarv we, 1i/1d tl- ut i'.sI' t v lqts lh;ivi ;i qvl i . istN,' of civic.

nvenspotilibility 'atd feel a duttv Io C)nrVe thl'l i' countriv. ''lle'v qejo.' 01.1t
cotivvititionlal wit-ill" IH |t'l y but| art,( nlo( ¢ollvini-t'd 0 .I I J oult)U. lilt, I '..i"

war i.e mnevitnlite. Even if t.here I. ii wari. h•h'y H0lis theeir i'hanlki:; ofa
being recalled to tictIvoe dat v ire, 'r01e01 '0. 'i,- leIiive W111 ISN In11oiof,1
bu. Lthey vxpv'lJvtii'ntc d i1,l app.l'tll pl'ol leln w it ICe_ p i.sa;lb lllI. y ti 14(.' e

recaulled it the event ol tui ton.al e mler.•.nc,'v. 'li'lc' I•c'lull' .; of III(h N.,ill C

Res't'luve lilt, inivolve'd in pol I, ik -;. 'lu'icy ;irt.' llteri';ti'td in poll I f, , i. ilk
1o lit Cl i, \oe llcI ':lt;;p I •,,l l I hii • Ii 'r lo , ' l' ; 1 a n [u ,;[ Anin'I I !:.

Althouigh peirtv ide'nti f1 cat ll ioncu cs not pIredItc| Iiltet n( ton a re,',1 Io , a i .

itleolog•i cal orie'ntit I a In; :I gnlI! l,'ant. 'l'ls' Imart'' ce'aenIv. cl'' I iVt 01' on i.'I;

heimeiel , tie usro,' Ilko'lv lit' will e'e'lotlli t ;¢elle,'lill v, we I lld ill1 h .l v
hligeh khe4'ilt.eo' CIf clviic '' enin tllb lit v aid po1liticc l livoiJvi'Illllt :; pu;tt ' I k•'' '
uit-c intled with I L'to 'llf,10 ion
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Tie purpose of this research Is to explain a reservist's decision to
continue participating in tile Naval Reserve. We found that most reservists
have every intention of continuing their affiliation with tile Naval
Reserve. Moat of those questioned never or rarely think of getting out.
Over half of tile reservists., for example, give themselves a 90 percent
chance or better of remaining in a drilling unit for another year and is
an 80% chance of remaining in the Reserve for twenty years. They are
career motivated. Certainly we have moved a long way from the days when
Caommander Roe was afraid that if his ships' boats were unattended by
officers, the crew would leap and iun.

Social and Economic Profile

The social and economic profile of the Naval Reservist shows that
in civilian life he is relatively successful, likes his work, and thinks
of himself as either a working or middle class American. Most are white,
Protestant, married males with approxlmatelv two dependents. These
reservists have a high sense of civic respotsibility, feel obligated to
participate in community acitivites, and think that all Americans have
a duty to serve their countryv. However far the regular active duty
sailor maty be from the mainstream of American life, the Naval Reservist
is stqtarely in the middle.

Role

Tile Naval Reservist was not alienated by his active duty military
experience, but remembers those days in an extremely positive way. lie
continues to feel a strong sense of identity with tile Navy. An one
might stuspect, these feelings become more intense as age, longevity,
And rank/rate are increased. From what we found, reservists experience
very little role conflict between their civilian life style and their
military norms. UOnlike the problems of the 1960'N with counter-cultuie
pressures antd ant -r-m1 ittry att I tildes, these reservi sts live very comfortable
ili the Navy. An explanation for this is probably a combination of
social changoai and mnore flexible Naval personnel policies which reduce
tilt, force of tilte cross-pressures oin tit, reservistst. These t fdinngs
support the preliminary hi depth interviews of reservis ts given before tile
sul'veVN. rile socill I Liati on p1,oceos which tralns;forms civilians Into militaryroles has been uuccesstful,

Impact of Family

Capt. Jamt, s E. Willi ama' recognition of the Importance of the family
Is extremely accurate. Reservists who have the support of their spouse
arte far more likely to reenlist than thone who do not. flits Is especially
important given the. fact that tile Naval] Rt.serve' is a marriled man's outfit.
It was al Io e, tablished flint thilt greater tilth number of dependents, tile
greater tilth likelihood of roenli.-itment, No doubt more aittention should be
given to the reseYv i tits' family thuln is currently being done. This would
have a positive affect on the retention rate.
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Economic Incentives

When asked why they joined the Naval Reserve, the responses most
often given were economic benefits, although 11 percent indicated their
primary reasons were patriotic. Very few gave professional advancement
and even fewer gave social reasons. It is disappointing to learn that
only 2 percent of the re:spondents said they joined the Naval Reserve
because of the training they might expect. The explanations for joining
the Reserves given by reservists in REDCOM REG SEVEN cortrelate almost IA
perfectly with those given several years ago in REDCOMSFRAN and LOSA.
It would seem that despite vast reorganization and increased operational
readiness, individuals join the Reserves now pretty much for the same
reasons they used to join - pay and retirement benefits. Though they
joined the Reserve for pay and retirement, they expect a great deal more
from their drill experieace..

Self-Actualization and Satisfaction

Naval Reservists are operating at Maslow's h|igher levels of his
hierarchy of needs which include self-esteem ind self-actualIzation.
They say they want the opportunity to have a sense of accompltishment, to
exercise independent thought and action, and to work in a stimulating
and challenging environment. They ore digsatisfled with how the drill
compliments their clvII-1ain occupat ion, how their abilitiets art utilized
and the amount of responsibility they have been given. They feel that
more Lime should be devoted to rate training and professional leading,
and less time spent on going to metLings and writing reportu. Like the
sailors in the surface fleet discusaed by LTJG Dengler, Naval Reservists
are impatient with, a system that tolerates poorly equipped Naval Reserve
Centers. They find the classroom boring and prefer handa-on-type
training experiences. These findings clearly reenforce the critical need
for the SBS Trainer. It is important to recognize that, as Vroom (1964)
hypothesized, satisfaction, although nut necessarily a good predictor of
performance,is an explanation for retention. The higher the level of
satisfaction with various a.ipects of the Naval Reserve experien,e, the
higher the intention to rec, list.

Leadership ani Equity

Reservists generally feel that the leadershilp and stupervislon they
receive in their units are good. Their Commanding Officer, they sav,
provides strong leadership. It Is also true that democratic instead of
authoritarian leadership stvlevs are widespread and prefered. Most Naval
Reservists have an expecLtatLon of fair and equitable treatment by their
officers. They feel favoritism is discouraged and there is equal ojipor-
tunLity i;. job abhignments. Women hiave been well integrated into most units
and their attitudes are in niost respects similar to men. Black.s, however,

do not feel that they are trated as fairly as do whites. Even t;o, most
blacks believe that tihey are part of a closely kntit groull that treats
them equitably. The leader.-A ip of the Naval Reserve from thest, survey
results appears to be effective it, integrating both women and blacks into
their units. The generalizat Ion thl t a consultative leadership style
encourages ret ettI on h4, con i I rmed.
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Moral Obligat ion

The Naval Reservist, as we have said. Is very much a part of tie

mainstream of American life. They feel a high sense of citizen duty,

and a strong need to do their job tile very boat they call. In frcet,
60 percent of the reservists said they would have felt like they neglected

their duty if they had not joined tile military. This loyalty is combined

with an awareneins of the moral implications of war. According to

Kohlberg's levwls of nmral development, Naval Reservists would probably

be on level four which means they are concerned with carrying out their

duty, have respect for authority and are concerned with stability and

order. Although many reservists think there is some question about the

morality of all wars and especially the Vietn.,m Wai , most do not tilink

that their participation tn the Naval Reserve raises iny moral problems.

We find that Naval Reservists arc highly involved with pollt ici..
They talk p')lites, vote, and caumpalgn at levels much highir than tile

average Americ,.n. Although partismshlip does ioot iredlct relention,

ideologital orientation does., The more co.nservativwe, tile gretel tilt'
likelihood one Intends to r'enitsst. oute o< the most import ant findings

is that tile greater the involvement in community affiars, 0th more likely

the intention to reenlist.

Bast'' on these findings, a major thrust of a retention program

should d obably be directed at the principal clientcle group which arte

middle-class Americans. These at te people who ctompose l e ost of the

Naval Reserve and who are likely to make or break the group's effectiveness.

However, individuals who fall outside of these categories shiould alIso
be encouraged to remain a part of the program. The Navy has a unique

opportunity to strengthen its manpower pool by demonstrat ing that it

offers an equal opportunity for everyone to professionally advance. A

likely candidate for dropping out of thc Naval Reserves in REI)COMREG SEVEN
is someone in their mid-twent ies at about thie end ot four years of service.

TheN are likely to have a low Income and be relatively unlinvt•Iv,(I ill tilt'

community. As young adlults move into more responsihtb pon itione IlI
society, tihe Naval Reserve is more likely to becomne an Importiant part of

their life, If one is developing a strategv to Improve rt tlt Itoni, it

Is critically important to focus attention oil reservist: in their earlv
twenties s;o that when the natulrll -;ok'iall and C-oo11mIC prc: stlr i OtO ( in g
retent ion begin to take effect, the most talented pt, rsonnel will still
tbe around. By tile ti (te a reservist it in his thii rties, lie probabIy tnt enlds

to stav with the program.

- 1
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Recowendatitonsi for Chan" "
I-A

It i apparent from IhI'I Iiti tl des.crIptive iallysis of the
reselvist popuiation of REDCOM SFVEN that retention Is a selective problem.
Therefore, recomwmndations for chinge should be targeted for that sector A
of the population which sufters most severely from the amfliction. This

sector is composed of enlisted personnel wlio are between twenty and
thirty years of age, who are either tnmarried or have few dependents,
who are financially constratniet, and who nrt, junior in rank with less
than five yeare of service.

In addition to concentrating on the locus of the problem, specific
qualitative issues within this location must be addret~sod. The SLws

thus far ident~ified include family involvement , tralning, administrat lve
support, misuse of skills, civic Involvement, leadership, civilian job [
conflict.* and boredom.

The fol lowing pooli cy re connluendat I on Iln iI C 11 at I VC' oUl1'0r of
importance are suggested. it should bu noted that tOhese recommcnd•ditions
are nelther revolutionary nor are they partictiul rl ' new. indeed, miuty
have been implemented In a variety ot cotitxts. HLowever, t he:4v
recommendat ions take, on new importance when viewed from the perspeetive
of the foregoing dc-icr ipt tv, :aialyAis. 1I t he'v atr i I eme tied vqtv'cma-

tically rather than piecemIt al (as has beenl dolle pr'v Lous I y) with ii c lear

understanding ol their combined potential for inerea•ed retentloun, then
the problem (A retention may be significantly reduced.

1. SInsitize active dutyv perstiinmeI to Lthe absohloit rCqUirt'eiutnt that
admintistrative support willinglyprovided for drliting remerv, t•t s is

the sUmnum boaum of their professional li(e. This it, especially critical
during the first three to six mon thsl of an vnli :tee'a ;al-filiation. It
Is during thi0 thia, thiul didmni.lt rativye iudlfet lernce w'eenks tilt, m,-o C
havoc; tihis is the tillme wheln thlt, U'ecluit ts' pot'ollOJse, att |pLit 0 thle
in i tial test and when oxjec at itot and reallity a t compared in telm.; %, i
.s; .t IsfnC t ilon. Command ;It L e'Ii tion , Sellt It vi I I' ill Ill)Z , aLd I Idtct I L '1, t i on
divis ionsH azte 6trong lY recommenlded. It goes witholt 1. yittg that lect' i pt

of tho paycheck Is the single ui most Important ii e which ninit bl itccomplilhd.
Tli is studV h11s rcpH I tCddly aft firmed th.-st fInanci a consitdc-at lon I:, th'..
prime mover ot participation.

2. hIvolve ithe tamtii v (t's'peci.1llv tilt Wifo) in Reserve4t part lk-ipIt~on. ICenter 11nd 1u1 t Coutllitdi ng ML I ileers shotld till tl atet cont act with thc wile

and lai ly fhronigh peluo,\nil;-eid c.0 c le pondene i' and t,.ini11 , I -Ol 1t'1ti' t ic •;oc ill_

4'Veitki ."!iL Is t3ook-outsL. altnd -ihort toiro oit iearhv Naval and clvi l ian
polits A of at ltest

I.' ==7I



3. Conduct a skills inventory of each unit and center, concentrating on
interest and abilititos other than those related to the reservists' rate. A'
Then, use those skills to the benefit of the conmunity and the Naval

Reserve.

4. Increase reservists' participation in civic projects at the local
level. Do this as a u.rit on drill week-ends, other than WET's. This
accomplishes two purposes: (1) It reduces the well-documented dissatis-
faction with boring classroom lectures, and (2) It meets the demonstrated
need of reservists'to increase civic involvement.

5. Increase WET opportunities to provide realistic hands-on training. I
Reprogram money accordingly.

6. Increase effoi i to upgrade equIpment available in the Resurve Centers.
rThe SBS program should be accelerated and emphasized In ;Unv cost trade-
off analysis.

7. Screen prospective muit Commanding Officers for unacceptably high levels
of authoritarian icadershlip tendencies. Validated test.- are available
for this and are being used in inidustry.

8. Recognize outstanding performance by letters of cormtendation and such
programs ai "sailoL of the quarter." Make awards at morning quarters.

9. Periodically contact civilian employers and, most especially, immediate
supervisors and tell them that the Naval Reserve appreciates their support.
Emphasize that the reservist is doing a good Job and Infer that this is
the result of good leadership and supervision on the part of the employer.

10. Periodically invite employers and sopervisors to organized ;)ocial
activitic5.

11. Provide opportunittes for segmental drilling when Job conflict is
apparent.

12. Increase the efforts to overcome the feeling. among ninolity group.:
that they are being treated unfairly. This should be done bN iecognizin[
their contribution to achieving organidational objectives rather than
through paternalism.

13. Do not underestimate the effectivena'.s of appeals LO patriotism
and civic duty. Pay is a necessary cause of initial ;i 1li[attion but is
not always suffl.-iellt to retain the betterO reservists.

14. Uidertake a hard look at the training progri-am wi th . vivw to dtve loping
innovative alteriittves to what many remstrvIs.Ljsev as ai dulH amid dreary
exercise. For example, It mlght be pos..,ible to reschediilc drill's to take
advantage of college or teclmical courses offered in 'lh community or bring
in trained teachers to of fer a series of courses t-elevamL to the units'
needs.
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Retention is a multi-faceted problem. It must be attacked by all
levels of command, but the needs of the drilling reservist must comprise
the battleground. The foregoing recommendations partially blueprint a
strategy of change, but more refined analysis is. necessary to more
specifically isolate those factors which will require attention by all
who are concerned friends of the Naval Reserve.

Future Research

The literature suggests numerous alternative explorations in the
analysis of retention. This preliminary report provides an overview of
what has been learned, but more narrowly focused indepth analyses of
various aspects of this beha\lor are required. Although the data
collected in Readiness Command Region SEVEN provides grist for this mill,
a national study would be more comprehensive and provide greater confidencein its results.
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NAVAL RESERVE READINI.SS COMMANLD RLGION SEVEN

NAVAl I A.\

(:I4AHL I •Il)N b C ;.940 8

11 .11N 1979

PERSONAL

To: Comnmanding Officers/Officers in ChIarge j
Subj: Retention Study

1. During the Conmanding Officers' Conference you attended
recently, you were briefed on a retention research project
that would be conducted this sumner within Readiness Command
Region SEVEN. The purpose of this study is to help us better
understand some of the strengths and weaknesses in the Naval
Rc;erve and to determine what kinds of changes we ought to
consider in order to improve the quality of the Ndval Reserve.

2. The information collected is confidential and will he
analyzed statistically to explaýin the unacceptably high levels
of attrition in the Naval Reserve. The data will not be usedfor inspection purposes nor will the findings be reflected inyour fitness report. It is an effort to develop generalizations
about the levels of sati;faction with various aspects of the
Naval Reserve and how these attitudes are related to the inten-
tion to reenlist. A profile of those roserv'ists lost prior to
their EOS or who fail to reenlist will he constructed so that
we can determine if there is a pattpri, of attiftr:des, beliefs and
opinions associated with attrition. A•; soon ,5 an analysi, of
the data is complete, you will ht forwirr'ci :opie' Of the reports.

3. You will be receiving instructions shurtily ibouto the admini-
tration of the questionnaire. It should require ,'bout two hours.
Your cooperation in modifying your s;chedule so t,.aý this survey
can be completed expeditiously is aIppreciated.

WA•1. JI. ("ll (MIM
Roar Admiral, !!SNR
A omTNan d )rX

AI'PtI:NU, lx . \X



NAVAL RESFRV\E REAWDINE$S COMMArND REGION SEVEN

NAVAI. BASE

CHARLE STO'. S C. 29,a,)8

11 June 1979

From: roi',1ander, Naval Reserve Readiness Comnand Reigion SEVEN
To: Commanding Officers, Naval Reserve Centers

Comnanding Officers, VTU's

Subj: Readiness Command Region SEVEN Retention Study, 1979

1. As all of you know from your briefing at the Reserve Center Command-
ing Officers' Conference in Charleston last spring, Readiness Command
Region SEVEN is conducting a study into the problems of retention. Your
cooperation and assistance in the research effort are appreciated.

2. You will, in the next few days, receive a package of survey ,iaterials.
The Coanianding Officer of the Reserve Center is responsible for adm.inis-
tering the questionnaire with the assistance of the Commanding Officer
"of the VTU, to all officer and enlisted reserve personnel in the Reserve
Center. It is mandatory that each person in the Readiness Conrmand have
an opportunity to answer the Questions on the survey. If this informij
tion is to be useful, however, uniform procedures and instructions must
be carefully followed. It is particularly important that the confider-
tiAl'ity of the participants be protected. Your attention is directed tothe dtailed instiu;.Lio•s in NAVRESREDCOMREGSCVErJNOTE 1040 of 12 June I1979 arnd to the General and Verbatim Instructions for admiristration ofthe questionnaire.

3. As soon ar the ar.alysis of the data is complete, you will be forward-
ed reports ý,ased on this infornation. Retention is extremely important.
From this re.search, it may be possible to develop poiicles and prcerams
that will make the Naval Reserve a more attractive career, and strengthenour national defense effort. I urge you to give this survey your personal
attention.

WrnW. J. GILMORE

Rear Admiral, USNR
Comia nder

I APPENDIX 11.1

Io
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"NAVAL H•EfII ; IREAMINEMS ('C)MMANID R|E140,N 64'V'I-N
NAVAl, fIASE

Cu llt.I-:sT1IN, St14PU 11 4 A144)IINA fL'44bM IN R9PLV IFrSER MO

Code 5)2:Ml.B

MEMORANDUM FROM THE RETENTION OFFICER

To: Distribution List

Subj: Retention Study

Ref: (1) NAVRESREDCOM REG SEVEN NOTICE 1040 of 12 June 1979
(2) RADM Gilmore's htr dtd 11 June 1979

Encl: (1) General and Verbatim Instrructions ior adminis-tration o i
survey

1. In accordance with references (a) and (b) Readiness Command
Region SEVEN will conduct a survey of tle officers and enlisted
personnel assigoed to the Readiness Comntand. Enclosure (1) is a
copy of the General and Verbatim Instructions for administration
of the questionnaire. Additional copies will be forwarded with the
questionnaire books in the next few days.

2. As you know the purpose of this project is to collect information
which will be of help to all of us in understanding retention. 1
want to assure you that our findings will he made available to you,
and that the information will be used constructively.

3. 1 recognize that it is always difficult to rearrange the drill
schedule on short notice. Your cooperation in conduCt iln this re-
search is greatly appreciated.

.-_
? /' •

M.L. Boy

CDR ',• R

Dtst rlbut iOl :
"NAVRESREDCOM REG SEVEN List 11

"APPENDIX B. 2



NAVA]. BASE Canc: Nov 79

C(;HARI,:STON, MOV111 CAROLINA U04()M IN OraLy REWUlP to-

NAVRESREDCOMREGSEVENNOTE 1040
Code 52

NAVH14SREDCOM RUG SEVEN NOTICE 1040

Subj: Naval Reserve Retention Study

1. Purrose. To assign responsibilities in connection with the
administration of a personnel attitude survey being conductUd
within Readiness Command Region SEVEN Reserve population.

2. Discussion

a. The survey is to determine opinions of Ruservists ':1n-
cerning various aspects of their participation in tiic Naval Ie-
serve. The data collected will give an indication of the role
th- reserve plays in their life, their feelinq-; aboej tUiei.
reserve activities, and their attitudes concerning various
social issues. The purpose of this research is to p1ovde in
expl anation cf the excessive number of controllablu lo, with
a view to eliminating those practices which drive goo.] people
oit of the Naval Reserve.

b. A questionnaire has been developed to be adininit-ercd
to al l reserve officers and enlisted personnel assigned to
Roaddifess Command Region SEVEN. Copies of the quest ,ol~inr ,
answer sheets, and instructiops for adminisLratioz ol the •vrvev
will be mailed to the Naval Reserve Center Cornnand~ncy OMlicers.
The questionnaire should be given to each Reservist durincg
period alpha on the drill following receipt of the :3urvey material.

C. The Commanding Officer of the Naval Reserve Centcr will Jireceive a packaqe of questionnaires that are serial]• nuiabý.red.

An inventory by unit is provided so that control of whi, h unj.l'
hiave responded and which have not can be maintained. ]I, . .ii
.. a, la-,st one questionnaire for each Reservic.t.

d. To reduce the likelihood of bias caused by nv, s'
supervisor present, the questionnaire should be admir.iA.t(,wd
and proctored by someone not in the unit. It is sucricested
th..t ti!e administration of the survey be done by otfi<'•,•
C'ttdc'l ed to the VWll], in cocperati, i n with t h k -•. t " .
lind uniider the direct supervision of the Con'mand•n]i , flcc. .. i
the I]aa] R1eserve Center. Active duty support [pet.; .A:.]
1,(, used as proctors if needed. Althoum h Ro(:•r•,r . l:i.)'t

tlic que.4tionnliire with people from other units, tLhe shot: Id ,,
divi'.-,i into at leas!- three qroups by tnk and ri , J I .&-
rl -11[(, U5 - 1:1) , and teste'i" in .,pi-,te .)' ac2.: it , i,

101 tant thaIl al I I s,rvist.,; takr' thr questiounna r ie O;'.*,1 . .

- " APIENi)IX C ---



NAVRESREDCOMREGSEVENNOTE 1040

conditions. Therefore, the procedures and arrangements normally
followed in giving Navy Advancement examinations should serve as
a model.

e. To protect the confidentiality of each Reservist, the
proctor must collect the answer sheets, and put them into a
sealed envelope. This information must not be shown to anyone
in the unit and should not be analyzed locally. The completed
answer sheets should be forwarded to Readiness Command Region
SEVEN (Code 52) within five days. The Reserve Centers Com-
manding Officer is responsible for maintaining a record of th@
&servist :in each unit who did not take the questionnaire and

of making arrangements for these people to be surveyed at the
first available opportunity.

3. Action

a. Commanding Officers of Navdl Reserve Centers: Administer
questionnaire to all Reservist supported by his center in accord-
ance with instructions provided and return answer sheets to RED-
COM REG SEVEN (Code 52).

b. Unit Commanding Officers: Coordinate with reserve center
commanding officers on planning of a drill date and time for unit
personnel to answer survey questionnaires. The target date is the
June drill but no later than the July drill.

c. The survey coordinator is:

CDR Milton Lee BOYKIN, USNR-R
REDCOM REG SEVEN (Code 52)
Charleston, SC 29408
Phone: FTS - 794-6025/4712

Corieircial - 803-743-6025/4712
llomeo - 803-577-07i6

All answer shevLs shall be returned to the Survey Coordinatoi A,,AP.
The questionnair,,-s should be returned when convenient.

irst ribution:
NAVRESPRDCOM REG SEVEN DIST LIST
ii, i n
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GENERAL AND VERBATIM INSTRUCTIONS

FOR TIHE

ADMINISTRATION OF THE COMMAND-WIDE NAVAL RESERVE sUimEY

.. . . . . . . . . . . .

The Commander Naval Reserve Readiness Command Reqion SEVEN is conducting
a solrvev of el I naval r eserve nersonnel ill the Pe•idinos . C',inu.ind.

It is importanl to maintain s1ardardized 1 rocedures in l, h,- adi i• •t ,'-
of the questionnaire. The answer of individual resnondenis lwi I Ie ,Of value
only if al I adminisstrators give the same instrucl ions. Per"oI'll ( tI ' irei'' .. A
proctors of this survey should be thoroughly fami I hr wiY hihl OI:er.2. 1i-
strictionC. and the vC- 1 ial m initrLsI-L . .nL. I

I GENERAL INISTRUI!CTION15:

I. !he survey shai be admini-slered t'y activo V . _1v.'-u ,1..i ni

if poss '; 1-1e or bv memhers of the' VIt). 14 musi not t'c .;:j - , ,i,.,
n the un il .of !he rt.s,,,r-vl'•s taking the (1Jest ionnL ire.

]. The survey should be adminIstered the f irst day ! !il d0,r-i
Period Alfa . (Saturday morn i ng), If a personrnel i nsp 'a(?li, i .i.-h I oed
by l,,e RýC PQM. Ihen the questionnaire shall be adminisoad n,, s. c! ,--2
after the inspection.

5 3. Al low approx imately iwo hours for complet ion of ti.,:. i ,,'. ioi.,-i ,I
I! req uiros about I minutes to read the vortcl- im insi ao,-1 ion .. iL-.
1 .1/2 hours to answer tihe quest ions il 'Iie sur\,0'y 110,l-.

r 4. The quest lonnai:-e shal I te adminiler ed 1'o "t pl I , ..

I Officers
2 -[-6 ,nal above

I. F-' intl below

:i i .I Tr, ,,jj ey must t)e mrini -ored cont i nuouFly 1, I _i 1i,. i :y i,

. :r'.,y lcold t ýt pl aced o0. 1 .kn., Ill 11,Ifi;'i,.t t i or! Ot I h icF suurvey. Whet)n reISlon t'ut, 4 " 'i t',i-1d, i ,I r'r .
n I !. n.m. o , i i 1 ',) the i iid i v i diiqi .r epo fi.Je .i , I 1;o * L '

i)L

It- -- ir - o - t f I
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7. When questions arise, durinq the idminlstrdTrlon of thM ,,urvC ,
advise the respondent to brinq the question to the atterilion ot the proctonr.
The proctor can answer factual qutusilons for the respondeni. (i.e. He
may tell 1he respondent that a "CT" Is a Comnunications Technician.) Theo
proctor should not, however, provide informationc which :alils for an opinlon
on the part of the respondenl . ii

8. Given 1he complexity of some of the insit r uct ion f a Ih th eqinn i1.l A

of each subsection, the proctor should road those careful ly so he/he will I
be able to clarify these instructions as necessary.

9. On comnpletion of the questin.rraire, in•,--wor sheoo Is w i I I e p1 ,1, k-
in the envelope pio\,Ided and whon the las- ,trt,wer shoiet is lur ro i,, Ilhe
envelope wi 11 be sealed in the presence of those lakin", the ,quo.,lionfoi r
and returned to the CommannnI n Off icor of the R0Serve' HOn Wet lit I I I hen
forward these directly to the Retention Off icer, ReadineF,'> C(oU(,mod eo)Oinl
SEVEN (Attn: Ccde `2).

I0. After 45 minu tes a short break should (( lr-,•viJId s'.. tPAf iet1r,-,,r-\'i;>.f l
may rest; however, the pr(x-tor must guard ,qail• , ,,,.v "''hi I . ' J
developing concerning the subjoct material . St,rrd iq i n Pl, ac i r.?COwrnOided

however, ReservIsts may qo to the head If necessary.

II. As each respondent completes hi s questliornaihe, * I ,he i,' ,-or ',lU)l Il
insure that the following material is turned in: The s'r;,ili:ed ,;,k l
the ans-wor sho,'t, and iho pencil.

1.2. Once 1he answer sheet has beerl Turn~ed in i.) ilh,- ;'••! ' 1,',,,n

else in the reserve center wi II hov'o access to Ir h'-s.et s1nt I .A1 1w
senior proctor wi I I ensure thai all answer she Ii¾ are a,',iced i lin t,
envelope provided and the envelope is sealed.

L
13. The p.-octors, should iaJke Ile quo-el ionfa1ire ; ,resef . et' crc'

administer-inl it to other Re•,ervi .f,. V11! pr-tclicuk s i', i foi. •-•rl thi;

answer sheels dire'cl ,y to ttk' lketort ion )f t K-or. Kadine':. (~xr•Krr Ieo,. i,, t
SEVEN (ATTN: C;ode 32) . 'N ti Le d J"y s upporI pen 0 .o - , , L nii ý d ,, t r',-' 1,h'ie

answer sheetr;,

14. Now turri te lhe Verbratir Ins r-ucl ion,- nrd t h, e mlnntfl .1 rid I .

Reserv i st.

q I I II I I I I I I '



11 VERBATIM INSTRUCT(ONS (READ SLOWLY AND DISTINCTLY)

1, GOOD MORNING,

2. YOU SHOULD HAVE IN FRONT OF YOU A QUESTIONNAIRE, ANSWiER

SHEET, AND A PENCIL, IF YOU DO NOT HAVE ANY OF IHESE ITEMS, RAISE

YOUR HAND AND A PROCTOR WILL ASSIST YOU IN OBTAINIiNG THEM,

3. 1 WOULD LIKE TO DIRECT YOU, AITENTiON 10 A LETTER IN THE

FRONT OF YOUR QUESTIONNAIRE FROM RADtO WILLIAM GILMORE, USNR,

COMMANDER, READINESS COMMAND REGION SEVEN, (IuRFN TO TiE LETIEJ

AND READ ALOUD)

4. 1 WILL NOW READ YOU THE PR!VACY STATEMENT. (READ ALOJL!IU

THE PRIVACY STATEMENT ON PAGE I IN YHE QUESTIONNAIRE)

5. THIS SURVEY CONTAINS A SERIES CF QUES•IONS DEALING WiIH

WHAT YOU THINK ABOUT A VARIETY OF ISSUES RELATED TO CUE NAVAL

RESERVE, YOUR ANSWERS ARE COMPLETELY CCNFIDENTIAL, Nc ONE IN

YOUR UNIT WILL SEE YOUR RESPONSES SINCE ALL REPORIS WIL.L Bi

SUMMARIES OF A LARGE NUMBER OF INDIVIDUALS, WE WILL ASK FOR

YOUR SOCIAL SECURITY NUMBER AND OTHER UNIT INFORMAlION., flOT IN

ORDER TO !DENTIFY YOU, BUT TO PROVIDE AN OPPORTUNe1Y FOR GROUP

COMPARISONS IN FUTURE ANALYSIS. PLEASE DO NOT Ptl YOUR flAMF QF

THE ANSWER SHEET, As SOON AS THE INFORMATION HAS I"!_LL h' A A 1:•-)

YOUR ANSWER SHEETS WILL BE DESTROYED AND 'VOUR .C -IAL 'CU;ii,

NUMBERS WILL BE DELETED FROMV THE DATA FILE. IN TWl. WAY IT V-iL'

S BE IMPOSIBLE TO IDENTIFY YOU WITH ANY OF THE ANSWEP W-)LJ LA\L

GIVEN.

S. '~'!AIT FO-R INSTRUCTIONS PRIOR TO COMPLETING AN'• L-LUCKS UN

YOUR ANSWER SHEET, ACCURACY IN FILLI'G OUT YOUR ANSWLiý •S•hH

IS REQUIRED iN ORDER THAT THE QUESTIONNAIPE MAY bUE PPROPVL,0-.\ FL.,



7. AFTER YOU HAVE READ EACH QUESIION, IND!CATE YOUR RESPON'E -
BY CIRCLING THF CORRECT NUMBER ON THE ANS14CR 3HEET. DO NO~T WRITE

IN THE SURVEY BOOK,

FOR EXAMPLE:

QUESTIONNAIRE ANSWER SHEET

1. ýR E YOU A MEMBER OF THE NAVAL
RESERVE?

1. YES ?, No (1) 23 3 56 17 890 q n
2. WHAT IS YOUR AGE? All,

(AssuMING YOU ARE 23 YFARS OLD) (2) 1.3,)3 4 56 7 2 '1 0
I 45 •,7 390

3, WOULD YOU AGRE OR D SAGREE THAT
PEOPLE IN THE ýAVAL RESERVE ARE
GENERALLY PAID WHAT THEY DESERVE? (3) 1 2 3 5 6 7 8 9 0
I. STRONGLY AGREE
•, •,GREE

q ISAGREE
, STRONGLY DISAGREE

(CIRCLE WHAT YOU THINK IS THE APPROPR!ATE ANSWER: IF YOU AGREE

WITH THAT STATEMENT; THEN YOU WOULD HAVE CIRCLED A "2"; AND IF •

YOU DISAGREE, THEN YOU WOULD HAVE CIRCLED A "4")-

8, GIVE ONLY ONE ANSWER TO EACH QUESTION, IF YOU CHANGE

YOUR MIND PLEASE ERASE YOUR OLD ANSWER. ALSO RE"IEMBEIý TO GIVE

YOUR ANSWER BESIDE THE APPROPRIATE QUESTION NUMBER ON THE ANSWERI

SHEET,

9, READ THE FOLLOWING iTEMS INDICATING WHAT YOU BELIEVE

TO BE THE CORRECT RESPONSE, I-HERE ARE NO "R IGHT" AND "WRONG" 4
ANSWERS. . SIMPLY WANT YOUR OPINION, IF YOU THINK THL.RE ARt

IWO GUOD ANSWERS, FHEN SELECT THE ONE YOU BELIEVE 1O BE THE _OtfsAr"

APPROPRIATE. IN SUCH MATTERS, IT IS USUALLY BEST TO PUT P£OWN

4--
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NAVAL RESERVE READINESS COMMAND REGION SEVEN 74
NAVAL BASE

CHARLESTC', S. C. 29408

Dear Naval Reservist;

An interesting research project is being conducted in Readiness
Command Region SEVEN and I am writing you at this time to request
your participation in this important study.

The object of this research is to help all of us better under-stand some of the strengths and weaknesses of the Naval Reserve.
No one is in a better position to know these than you. A question-
naire has been developed so that you can have an opportunity toexpress your attitudes, opinions and beliefs about the function ofthe Naval Reserve and about your role in this organization.

This survey is one way of finding out what kind of changes we.k
ought to consider, so that we can comply with the instructions of
the Chief of Naval Operations that, "We must change those practices
which drtve good people out of the U. S. Navy and make a naval career
as attractive and satisfying experience as possible". I can assure
you that your help is greatly appreciated and that your observations
will be taken seriously.

Thank you for taking the time to answer these questions.

Sincerely,

Wm. J. GILMORE
Rear Admiral, USNR
Commander

F
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SURVEY OF NAVAL RESERVISTS

REOCOM 7

PROTECTION Of PRIVACY

Public Law 93-579, entitled to Privacy Act of 1974, requires
that all individuals be informed of the purposes and uses to be
made of the information which is solicited. The following is
,,"nished to explain why the information is requested and the
qen, ral uses to which that information may be put.

Authority: The information requested is being collected as part of
a study conducted by the Retention Office, Naval Reserve Readiness
Command Region SEVEN (REDCOM SEVEN) and sponsored by CNAVRES/REDCOM
SEVEN.

Purpose: The purpose of this survey is to prnvide an insight into
the problem of retention in the Naval Reserve. The information
obtained will be used to analyze those social and psychological
characteristics associated with high levels of turnover and to
develop a profile of the "loss prior to LOS" personnel in the
Naval Reserve of REDCOM SEVEN.

Uses: Individual responses are Confidential. Sunmnarized statistical
data which do not contain individual ident lers may be provided to
the CNAVRES, TFh'eOffice of Naval Research, and other researchers for
use in analysis related to personnel policies and issues.

Effects of Non-Disclosure: Participation in the survey is voluntary.
No penalt yw-iil be imposed for failure to respond to any particular
questions.

[A
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fINSTRUCTION:

This survey contains a series of questions dealing with what you
think about a variecy of issues related to the Naval Reserve. Your
answers are completely confidential. No one in YOUR UNIT will see your
individual responses rince all reports will be summaries of a large number
of individuals. We have asked for your social security niumber and other
unit information, not in order to identify you, but to provide an
opportunity for group comparisons in future analysis. Please do not
put your name on the answer sheet.

Read the following items indicating whqt you believe is the correct
response. There are no "right" and "wrong" answers. We simply want your
opinion. If you think there are two good answers, then select the one you
believe is most appropriate. In such matters, it is usually best to
put down what comes to your mind first.

Mark all your answers on the specially prepared answer sheet provided.
Give only one answer to each question. If you change your mind please erase
your old answer. Also remember to give your answer beside the appropriate
question number on the answer sheet.

After you have read each question, indicate your response by circling
the correct number on the answer sheet.

For Example: ____________________

Questionnaire 
Answer Sheet

1. Are you a member of the Naval Reserve? 1. (92 3 4 5 6 7 8 9 0
1. Yes 2. No

2. What is your age? 2. 123 4 5 6 7 8 9 0
(assuming you are 23 years old) 1 2 4 5 6 7 8 9 0

3. Would you agree or disagree that 3. 1 2 3 4 5 6 7 8 9 0
people in tMe Naval Reserve are
generally paid what they deserve?

1. Strongly Agree
2. Agree
3. Uncertain
4. Disagree
5. Strongly Disagree

(Circle what you think is the appropriate answer:
If you agree with that statement, then you would have
circled a "2"; and if you disagree, then you would I.eve
circled a "4").

If the survey is to be helpful in improving the Naval Reserve for present
and F.iture sailors, It is Important that you provide honest and thoughtful
answers, and that you "tell it like it is!" Please answer all the questions.

, *** ** ** **** ** D ** T

IF YOU DO NOT UNDERSTAND THlE DIRECTIONS, ASK ThlE SURVEY ADMINISTRATOR FOR~ HIu*;P.

ii



PART I: STANDARD BACKGROUND ITEMS

The following questions relate to your naval and personal background.
Your answers are confidential and will be used only in statistical suumaries.

Instructions: Please answer each of the following by selecting an answer
listed below the question.

Questions

1. Uhat is your sex? e

1. Female
2. Male

2. What is your Race?

1. Negro (Black)
2. Caucasian (White)
3. Indian (American)
4. Oriental
5. Other

3. Marital Status?

1. Single (never married)
2, Married and living with spouse
3. Divorced
4. Separated
5. Widowed
6. Common Law Marriage
7. Other

4. How many dependents for Tax purposes do you have other than yourself?

1. NONE
2. 1
3. 2
/4. 3
5. 4
6. 5 or more

5. What is your educational level?

1. Eight grade or less
2. Some High School
3. High School Graduate
4. Some College
5. Associate Degree (Two year Program)
6. Technical School Graduate
7. College Graduate (Four year Program)
8. Graduate School
9. Professional School (Law School/Medical School)
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6. What is your status in the Naval Reserve?

L 1. Drill Pay
2, Non-Pay -
3. No longer active in tht. MT~rL Reserve A
4. Other ZZ

7. Did you come into the Reserve under the Advanced Pay Grade Plan?

1. Yes
2. No

8. When do you drill?

1. One weekend per month
2. One weekday evening per week
3. Two weekday evenings per vonth
4. Incremental (No specific scheduled time)
5. Other

9. W1hen would you prefer to drill?
I

I. One weekend per month
2. (ne weekday evening per week
3. Two weekday evenings per month
4. Incremental (No specific scheduled time)
5. Other

10. Have you ever been in a Non-Pay statue?

1. Yes
2. No !

11. Which of the following categories best fits you?
1. Mandatory driller

2. After completing my legal reserve obligation, I reenlisted a.n yr [s
voluntary driller

3. f was formally Regular Navy (USN) but enlisted in the Reserve after
my enlistment expired

4. 1 had act ive duty with another service before cnlisting in tht,
Naval Reserve

5. 1 have had no former military experience
6. Other

32. Vhat is your proesent Rank or Rate? (Indicate the two digit number to
thli, loft of yvur rank or rate on the Anewer Sheet. For examplte - if yout
are i P02. write 12 on the As•swer Shlot.)

(1 . CAPT 0-6 09. SCPO E-8
02. CDl 0-5 10. (TO E--7
03. ,CDR 0-4 11. PO0 E-6
04. 1,T 0-3 12. P02 F-5
05. ITJG 0-2 13. P03 F-4
06. FNS 0-1 14. SN E-3
07. Wo WI, 2, 3, & 4 15. SA, SR E-2 or E-1
08. MCPO F-9



13. What is your designator?

01. Not applicable, I am not an officer 14. 1645
02. I am a Warrant Officer therefore 15. 1655

my designator is not listed below. 16. 1685
03. ]105 17. 1705
04. 1115 18. 2105
05. 1125 19. 2205
06. 1135 20. 2305
07. 13X5 (aeronautical related designators) 21. 2505
08. 19X5 (under instruction designators) 22. 2905
09. 1405 23. 3105
10. 1515 24. 4105
11. 1525 25. 5105
12. 1615 26. My designator is
13. 1635 not listed

14. What is your present Rating? (Indicate on the Answer Sheet the three
digit numwber to the left of your rating. For example - if you are an
ABE, write 020 on Answer Shect.)

020 ABE 220 DK 470 KN
021 ABF 230 DM 480 MU
023 ABH 240 VP 490 MT
030 AD 250 VS 500 MU
031 ADR 260 DT 510 NC
040 AE 270 FA 520 O?4
050 AF 280 K1H 530 OS
060 AG 290 EN 540 Or
070 AK 300 EO 550 PC
080 AME 310 EQ 560 PI
081 AMH 320 ET 570 PH
082 AMS 321 ETN 580 PM
090 AO 322 ETR 590 I'N
100 AQ 330 EW 00 PR
110 AS 340 FT 610 QM
111 ASE 341 FTB 620 RM
112 ASH 342 FTG 630 SK
113 ASM 343 FTM 640 .1
120 AW 350 CM 650 SH
130 AT 351 ,MG 660 ST
140 AX 352 (HM 661 STG
150 AZ 353 tMT 662 STS
: 160 BM360 HM 670 SW
170 BT 370 HT 680 TD
180 BU 380 IC 690 TM
190 CE 390 IM 700 UT
200 CM 400 IS 710 YN
210 C"A 4;10 .10 720 AN
211 CTI 420 1.i 730 FN
212 C'TM 430 L.N 740 cN
213 CTO 440 MA 750 DN
"214 CTR 490 ML 760 SN
215 CTT 460 MM 770 Other



15. How many times have you been on Active Duty for Training (ACDUTRA)?

1. One
2. Two
3. Three
4. Four
5. Five or more
6. None

16. How many times have you been with your unit on a weekend training exercise
(WET)?

1. One
2. Two
3. Three
4. Four
5. Five or more
6. None

17. Approximately how many years of Active Duty with the Navy did you complete?

1. None
2. One year or less
3. Two years
4. Three years
5. Four years
6. Six years
7. Eight years
8. Ten years
9. Over ten years

18. Have you been on Active Duty with a military service other than the Navy?

1. No
2. Air Force
3. Army
4. Coast Guard
5. Foreign Military Organization
6. Other

19. How much time did you spend on Active Duty assigned to an Afloat Command?

1. Never on AcDu Ii
2. Always assigned to a shore station
3. One year afloat
4. Two years afloat
5. Three years afloat
6. Four years afloat
7. Five years afloat
8. Six years afloat or more

4



20. Approximately how long have you been a drilling member of the Naval Reserve?

1. Six moTiths or less
2. One year
3. Two years
4. Three years
5. Four years
6. Five years
7. Eight years
8. Twelve years
9. Fifteen years or more

21. About how much time do you spend driving to and from your Reserve drill
per month? (Roundtrip for the entire weekend)

1. One-quarter hour (15 minutes)
2. One-half hour (30 minutes)
3. One hour
4. Two hours
5. Three hours
6. Four hours
7. Five hours or more

22. Approximately how many miles to the Naval Reserve Center from your home
(Round trip)?

01. 1 mile 11. 11-15 miles
02. 2 miles 12. 16-20 miles
03. 3 miles 13. 21-25 miles
04. 4 miles 14. 26-30 miles
05. 5 miles 15. 31-40 miles
06. 6 miles 16. 41-50 miles
07. 7 miles 17. 51-75 miles
08. 8 miles 18. 76-100 miles
09. 9 miles 19. 101-150 miles
10. 10 miles 20. 151 and over miles

23. Mhat is your approximate income from all sources including snou.-:c's ctrntngs
if applicable?

01. $0000 - $2,999 11. $30,000 - $32,999
02. $3,000 - $5,999 12. $33,000 - $35,999
03. $6,000 - $8,999 13. $36,000 - $38,999
04. $9,000 - $11,999 14. $39.000 - $48,999
05. $12,000 - $14,999 15. $49,000 - $58,999
06. $15,000 - $17,999 16. $59,000 - $68,999
07. $18,000 - $20,999 17. $69,000 - $78,999
08. $21,000 - $23,999 18. $79,000 - $88,999
09. $24,000 - $26,999 19. $89,000 - $Q8,999
10. $27,000 - $29,999 20. $99,000 - and above

24. What is your age as of your last birthday? (Indicate age or. Answer
Sheet.)



25. Do you think the general public holds a Naval career in low regard?

1. Yes
2. No

26, How do you rate your social class?

1. Lower Class
2. Working Class
3. Middle Class
4. Upper Class
5. Other
6. Don't Know
7. Refuse to accept idea of class

27. How would you rate your parent's social class?

1. Lower Class
2. Working Class
3. Upper Working Class
4. Middle Class
5. Upper Class
6. Don't Know
7. Refuse to accept idea of class

28. Where were you reared as a child?

1. Country
2. Town
3. Small City
4. Large City
5. Combination of Communities
6. Other
7. Don't Know

29. Where do you reside?

1. Central City
2. Suburbs
3. Rural
4. Other

30. What region of the country do you come from originally?

1. Northeast
2. Midwest
3. Plains
4. South
5. West
6. Other

31. Are you from a career military family?

1. Yes
2. No



32. What is the nature of your employment (Check the category which most
nearly describes what you do)?

1. Higher executives of large concerns, owners of large businesses,
major professionals (Examples: directors and officers of large
companies, brokers, large dealers, accountants (CPA), dentists, 4
engineers, lawyers, doctors, professors)

2. Business managers, owners of medium-sized businesses, and lesser
professionals (Exlamples: branch managers, district managers, L
executive assistants, postmaster, store managers, contractors,
jewelers, correction officers, nurses, librarians, pharmacists,
social workers)

3. Administrative personnel, owners of small businesses, -nd minor
professionals (Examples: chief clerks, credit managel., private
secretaries, sale representatives, service managers, 1OL-. business
owners, artists. reporters interior decorators, travel i ants)

4. Clerical and .ales workers, technicians, and owners of ai.all
businesses (Examples: bank tellers, business machine operators,
clerical or stenographic workers, sales clerks, shipping clerks,
draftmen, Iristructors, inspectors, technical assistants, corner
grocerY, tailor shops, etc.)

5. Skilled manual employees (Examples: barbers, butchers, 11rponti•rs,
electricians, firemen, linemen, machinists, painters, plhmber
policemen, postmen, sheetmetal workers, tool makers, weaverF welders)

6. Machine operators and semi-skilled employees (Examples: apprentices,
assembly line workers, bus drivers, deliver.men, garage and gas
station attendants, Ruards, meter readers, roofers, truck drivers,
wrappers)

7. Unqkilled employees (Examples: parking lot attendants, counterman,
farm helpers, freight handlers, janitors, laborers, street cleaners,

unskilled factory workers, window cleaners) I
8. Student ,1

9. Housewife, primary responsibilities are in the house, take care
of children.

(Goi TO TIll: Nl-XT PAGE
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33. What type of unit are you presently drilling with? (Write on the Answer
Sheet the four digit number appearing to the left of your unit.)

ASHEVILLE, NC

0101 NR FF-1095 T. C. HART 0103 RNMCB 24 DET 1324
0102 NR 2 MARDIV MED E 607 0104 NR SIMA CHASN 1007

0105 VTU

AUGUSTA, 
GA

0201 NR MARDIV MED A 207 0203 NR CBC GULFPORT DET B
0202 RNMCB 14 DET 1214 0204 VTU

C -'5 NR HM 1407
CHARLESTON, SC

0301 NR AS 18 ORION DET 107 0313 NR NWTRAL 107

0302 NR COMINEWARCOM 107 0314 NR COMTRALANT 107
0303 NR MOMAG DET 1107 0315 NR FTG SDDET 107
0304 NR COMNAVSURFLANT DET 707 0316 NR SIIMA 307
0305 NR CARGO liD BN 4 DET C 407 0317 FRSA LANT DET CHASN 107
0306 NR 2 MARDIV MED HQ 107 0318 NR NSY CHASN HQ 107
0307 USS CONE DD 866 0319 NR NRDC CHASN PI HQ 107
0308 USS FEARLESS MSO 442 0320 COMMINERON 12 (NRF)
0309 NR SIMA CHASN DET 207 0321 COM DESTROYER SQDRON 34
0310 NR SECGRUACT HOMESTEAD 407 0322 RNMCB 14 DET 0914
0311 NR TELCOMABFC C3A2 107 0323 NISO 1407
0312 NR NRDC CiASN PI DET A 107 0324 VTU

CHARLOTTE, NC

0401 NR DDG-2 C. F. ADAMS 207 0408 NR NRDC CAMP LEJ DET A I
0402 NR DD-338 INGRAM 3007 0409 NR ASB LG 307 HQ
0403 NR CARGO HD BN 4 HQ 407 0410 NR EFD SO DET 107
0404 NR 2 MARDIV MED C 407 0411 NR NRDC CAMP LEJ HQ 107
0405 NR SECGRUDEPT HONO 107 0412 RNCB DET 2024
0406 NR PHIBBASE LCK FDSD 0413 SIMA CIHASN 1807
0407 NR TELCOMSTA BALBOA 207 0414 VTU

COLUMBIA, SC

0501 NR AD i8 SIERRA DET 207 0504 NR LSO CHASN 107
0502 NR CARGO HA BN 4 DET A 407 0505 RNMCB 24 DET 0124
0503 NR 2 MARDIV MED B 307 0506 VT11

0507 NR HPI 1607
GREENSBORO, NC

0601 NR DDG-44 W. V. PRATT DET 10 0,54 NR CLANTFLT DET 307
0602 NR SECGRUDEPT OGARCIA 107 0605 RNMCB 24 DET 0824
0603 NR TELCOMSTA BALBOA 107 0606 PIA HQ NRU 307

0607 VTU

8
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GREENVTLIE, SC I
0701 NR MOMAD DEr 1207 0706 NR CONVOOM CHASN/PLMS 207
0702 NR DDG-38 LUCE 3807 0707 hR TELCOKABFC C3AI 407
0703 NR DD-942 BIGELOW 4207 0708 NR COMNAVFOR CARIBBEAN 107
0704 N% CARGO HN BN 4 DET D 4C7 0709 NR SIMA CHASN 907
0705 NR 2 MARDIV MED D 507 0710 VTU

0711 RNMCB, 24 DET 0314

RALEIGH, NC

0801 NR MSCO NC/NORITUN 107 0805 NR LSO NORVA DET 107
0802 NR CONVCOM NORVA 107 0806 NR U/W ERT 107
0803 NR TELCOMABFC C3AI 307 0807 NR MAY REL 107
0804 NR SURGICAL TEAM 107 0808 VTU

SAVANNAH, CA

0901 NR DD-937 DAVIS 3707 0905 NR WEAPSTA CHASN DET A29
0902 NR CARGO HD BN DET F 407 0906 RNMCB 14 DET 0714
0903 NR "'SO SAVANNAH 207 0907 NR WEPSTA CHASN HQ 207
0904 NR NAVSTA CHASN IDSD 107 0008 VT':

WINSTON-SALEM, NC

1001 NR DDG-45 DEWEY 4507 1004 NR PHIBBASE LCK FDSD
1002 NR 2 MARDIV MED F 707 1005 NR PERSMOBTM 1007
1003 NR ADFC B5C LTR DEf 1007 1006 NR FTG 'D DET 207

1007 VTU

WILMINGTON, NC

1101 NR MSO-490 LEADER 9007 1104 NR NCSO WCM/SAMEREA•ST t07
1102 NR FF-1075 TRIPPE 7507 1105 NR SIMA 3107
1103 NR CARGO HD BN 4 DET B 407 1106 VTU

1200 REDCOM 7 STAFF

GO TO THlE NEXT PAGtC
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PART II: RETENTION

A. Inetructions: Please answer ea4ch of the following questions by selecting
the anawer which comes closest to what you believe. 4

34. Do you intend to reenlist in the Naval Reserve when your enlistment expires?

1. I definitely will reenlist.
2. I hope I will be able to reenlist.
3. 1 do not know at this time.
4. I may reenlist but it is unlikely.
5. I definitely will not reenlist.

35. If you had to make that decision at this time, what would you do?

1. 1 would reenlist.

2. 1 would not reenlist.

36. How frequently do you think about trying to get out of the Naval Reserve?

1) Never 2) Rarely 3) Sometimes 4) Often 5) Constantly

37. If you had to rate you: chances of staytng in the Naval Reserve on a scale
from 7ero (0%) to ninetv-nine percent (99%, what would you say are the
chances you would remain in a drilling uait for another year? (Write
the percentage figure on the Answer Sheet.)

00 10 20 30 40 50 60 70 80 90- 9

Zero % 50% 99 7

Chance Chance Chance

38. Using the same scale, what are the chances of you staying in for another
three years?

EN
SI-- . - ,---- -------- ,---r ----- -, .. .

00 10 20 30 'C 50 60 70 80 90 99

zero % 50, 99%
Chance Chance Chance

39. Using the same scale, what aze the chances ef you staying in ior at least
Stwenty years.

i -i-4---4------ 4---
10 20 30 40 50 60 70 80 90 9(1

Z7ro 502 99 9: A
Chance Chance Chance
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B. Instructions: We are interested in gaining some information as to why
ouJoined the Naval Reser.e and why you continue to participate. Selectfrom tho follo-wing list of possible answers the one you think is most '

appropriate. (Write the number on the Answer Sheet.)

POSSIBLE REASONS

01. Drill Pay

02. Exchange priviloges
03. Retirement benefitLt
04. ACDUTRA
0. Drill training
06. Wearing uniform
07. Opportunity for business contacts
08. Status
09. Change of pace from civilian employment I
10. Sense of patriotism
11. Interaction with friends
12. UniL social events
13. Participation in ceremonies
14. Recruiter influence
15, Mandatory obligation
16. Change of par" from family lifet

17. lIflucti ce and authority
18. Promotion/Advanccment.
19. Other

40. Wlhy did you affiliate wtth the Naval R1serve? Sele•ct the MUiST imllortant
rern4on from tho above list of possible answers.

41, Why dtt you affiliatc with the Naval Rvuerve? Se.].ct the SECOND MO•TI

important reason from tho above list of possible answers.

74?. Whyv do you contint le your part icipat ion In tne NILval KIL-erve? Sle lct
the MOS. 1Mp)ort.Hwt reason from the above list (,( possible answvrt;.

43. Why do you cont inue your participation In the Naval R.ticr¢',? Su I V c
te, 11 ICON MOST Important reason from the above lisit of pos-ibltM 1

4IlIHWLII tA.

44. To wi..tt v) t,'it has your e'xpeience to date in the Naval Roserve been
wieat you expected wh'cn you fir&t signed up In rhe program.

I) Mu'cli Wose 2) Worpie I ian 3) About what 4) Better 5i) uch bhetor
-|hill oxpe'ted e1xpe''cted expected than tuxpe'ted 01111e eXl,('ted

,'a how 11W -. ,t ely did y0(i, rocruil(er dI'ecribe what the. Nnval[ Ecbe' woalldhit he I l',,?

I Vi v 2) Multly ") I)o/50 14) M-fit ly 5) Vt Sv
Ilit e lg' it. ' hiiiCC]LI t te cAL rn i t .t" lU I Al U,

It' , 7f1zIIz! IfIII ,



C. Instructions: Although we do not anticipate your being recalled to
Active Duty, would you give u6 your feelings about returning to Active
Muty in case of national emergency.

46. What do you think Is the probability of your being recalled to Active {
Duty iuring the next five years?

1. 100% probable2 80% .

3. 60%
4. 40%7
5. 20%
6. 01"

47. How disruptive would recall to Active Duty be to your family life?

1. Highly disruptive effect
2. Moderately disruptive effect
3. Littie disruptive effect

S 4. No disruptive effect
9. Don' t know

S. How di.; rupt lve would recall to Active Duty be to your eimployment nt itits?

1. Ilighly disruptive effect
2. MoNdradLly di;ruptive e'ffect
3. little dJiruptive effect

4. No disruotive effoct
Pon]•I' t know1

49. Ilow dlairuptlve would recall to Active IPuty be to your economic 8t1tuatlon?

1. ityihly disruptive c ,oct
2. Moderately diuruptiv,- ,,ffrct
3. i.ttle disruptive efltet
I. No disruptive ,ffec'
5. Don •t knlow

0. How wou 1(1 you t oel abonti beinp r called to OwN t I

1. Accept eagerly
2. Acce)t w'll ingly
3. Accept neit rl 1 y

Accept unhappily
5, Would rLui ist

o ni' t hIlow

'1" l 1111 NIA] PA, I



PART Ill: SATISFACTION WITH WORK

A. Instructions: Below is a list of words which describe moods or feelings.
Indicate the extent to which each of these words describes how you feel
when you are at work. If retired or unemployed, indicate how you felt on
your former Job.
Example: a) How "important" do you feel at work?

To No To A Very To Some To A Great To A Very
Extent Extent Extent Ektent Great Extent
1 2 3 5

If you feel important at work to a great extent, you would mark "4" as
was done here. If one of the other answers came closer to how you felt,
you would mark the appropriate number on the answer sheet.

HOW DO THESE WORDS DESCRIBE HOW YOU GENERALLY FEEL WHILE ON YOUR CIVILIAN JOB?

Descriptive To No To A Very To Some To A Great To A Very
Words Extent Little Extent Extent Extent Creat Extent

51. SERIOUS 1 2 3 4 5

52. BORED 1 2 3 4 5

53. DISGUSTED 1 2 3 4 5

54. WASTEFUL 1 2 3 4 5

55. RESPECTED 1 2 3 4 5

56. INFLUENTIAL 1 2 3 4 5

S57. ACCEPTED 1 2 3 4 5

58. USEFUL 1 2 .3 4 5

59. HOSTILE 1 2 3 4 5

60. HAPASSED 1 3 4 5

1-

HOW DO THESE WORDS DESCRIBE HOW YOU FELT WHILE ON ACTIVE DUTY? (If no Active

Duty-s•ip to next sectioný)

Descriptive To No To A Ve-y To Some To A Great To A Very
Words Extent Little 1 ,-nt Extent Extent _ Great Extent

61. SERIOUS 3 2 3 4 5

62. BORED 1 2 3 4 5

63. VISGUSTED 1 2 3 4 5

64. WASITFUI, 1 2 3 4 5

65. RE'SPECTEi) 1 2 3 4 5

66. I NFLU ENTIAL 1 2 3 4 5

67. ACCEPTED 1 2 3 4 5L

68. US1 411 2 3 4 S

69. 110) 'i i.E 1 2 3 4 I,

70. 1IAI.ASSII' 1 3 4

it



B. Instructions: Now, we are interested in your level of satisfaction with
the Naval Reserve. Listed below are a number of statements which tend to
indicate how you feel at present. Rate each statement in terms of your level
of satisfaction. A
Example: a) About having a well qualified leader.

Completely Mostly About Mostl Completely
Sat sfied Satis ied Average UNsat sfied UNsatisfied

1 2 (2 4 5

If you are satisfied that you have a "well qualified leader," you will
mark "3" as has been done here. If one of the other answers came closer
to how you felt, you would mark the appropriate niurber.
... ...°.. ..... ~ e .,, . .. l.... ............ ....... .... ......... ,, o. o... ... ... .. °

For each of the following items, mark the number on the answer sheet which
comes closest to describing how you feel about each item.

Completely Mostly About Mostly Completely
Satisfied Satisfied Average UNsatisfied UNsatisfied

1 2 3 4 5

STATEMENTS

71. In general about all your Inactive Duty Reserve exprenýcme.

1 2 3 4 5

72. In general about your drill experience.

1 2 3 4 5

73. About the amount of authority you have, at drill.

1 2 3 4 5

74. About the amount of status you have at drill.

1 2 3 4 5

75. About the use of your talents and abilities at drill.

1 2 3 4 4

76. About the supervisors you have at urill.

1 2 3 4 5

77. About the comradenhip you have at drill.

1 2 3 4

78. About the amount and kind of recognition you get for work well done
during drill.

1 2 3 4 5

79, About the opportunity for promotion during Inactivte Juty.

1 2 3 4 5

80. About (he trnining you get wt' drill.

1 2 3 4 5

I '



Completely Mostly About Mostly Completely
Satisfied Satisfied Average UNsatisfied UNsatisfied

1 2 3 4 5 1

81. About thO facilities or equipment at drill.

1 2 3 4 5

82. About the amount of drill pay (If in non-pay, skip unless you wish to
answer).

1 2 3 4 5

83. About tht, amount of fringe bonofits you receive during Inactive Duty.

1 2 3 4 5

84. About the opportunity for L. sense of accomplishment you have In drill.

1 2 3 4 5

85. About the amount of responsibility you have in drill.

1 2 3 4 5

86. About your current rate/rank (i.e. P02/LTJG).

1 2 3 4 5

87. About your current rating/designator (i.e. PN2/1105).

1 2 3 4 5

V 8. About the unit with which you are currently affiliated.

1 2 3 4 5

89. About the way dr±ll complemonts your occupation or profession.

1 2 3 4 5

90. About the amount of time required for drill participation.

1 2 3 4 5

91. About the. days ocheduled for your drill participation.

1 2 3 4 5

92. About the requirement to wear a uniform.

1 2 3 4 5

93. About the rugul-itions for personal appearance.

1 3 4

9,. Aaout the unit social events.

1 2 3 4 5

95. About th, support you got from Reserve Center Active Duty personnelI

1 2 3 4 5

9b. Aboiut the 'iisiiori you got from unit admlnitrative pereonnel.
1 "234 5

27, About the- ,buppotit your unit recuiva. frrcrm the Readiness ('TmnMnder'V

,1( lt f
1 2 4

hii
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C. Instructions: You have been involved in evaluation of the Naval Reserve
as it currently is. Now, I would be interested in knowing if you expect
conditions to change next year. Please use the following code to indicate
how you expect things to be one year from now in your unit.

Completely Mostly About Mostly Completely

Satisfied Satisfied Average UNsatisfied UNsatisfied

1 2 3 4 5

STATEMENTS

98. In general about what you expect of your drill experience next year.

1 2 3 4 5

99. About the use of your talents and abilities at drill next year.

1 2 3 4 5

100. About the supervisors you will most likely have at drill next year.

1 2 3 4 5

101. About the comradeship you may expect at drill next year.

1 2 3 4 5

102. About the amount and kind of recognition you may expect for work well

done during drill.

1 2 3 4 5

103. About the training you are likely to receive at drill next year.

1 2 3 4 5 t

104, About the facilities or equipment you expect to have access to next
year.

1 2 3 4 5

GO; L '10 ill. LX'l I' AGE
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D. Instructions: Now I would like to ask ycu a few questions about your
recent experiences while you were on Active Diuty for Training (ACDUTRA)
or while you were on Weekend Away Trainii.g (WET). Please indicate your
level of satisfaction with each item. (If you have not been on ACDUTRA
or WET, skip this section.)

.....................................................................................
Completely Mostly lbout Mostl Completely i
Satisfied Satistied Average UNsatisfied UNsatisfied

1 2 3 4 5

STATEMENTS

105. About your experience generally on ACDUTRA.

1 2 3 4 5 1

106. About the use of your talents on ACDUTRA.
1 2 3 4 5

107. About the sunervisors or instructors you had on ACDUTRA.
1 2 3 4 5

108. About your training generally on ACDUTRA.

1 2 3 4 5

109. About the equipment on ACDUTRA.

1 2 3 4 5

110. About the lodging on ACDUTRA.

1 2 3 4 5

111. About the comradeship on ACDUTRA.

1 2 3 4 5

112. About your sense of accomplishment on ACDUTRA.

1 2 3 4

113. About your experience generally on WET.

1 2 3 4 5

114. About the use of your talents on WET.

1 2 3 4 5

115. About the supervisors or instructors you had on WET.

1 2 3 4 5

116. About your training generally on WET.

1 2 3 4

117. About the equipment on WET.

1 2 3 4 5i

118. About. the lodging on WET.

1 2 3 4 5

119. About thv comradeship on WET.
1 2 3 4 5

120. About your oenm. of accomp]liluneiit om WET.

1 2 3 4 5

S17



PART IV: TINE~ UTILIZATION

A. Instructions: The folluwing questions have to do with how you spend
your time both at home and at drill. Indicate, using the scale below
how you feel you spend your time at each of the activities listed. If
the activity is one you dor't engage in, then select "not applicable."

Spending tQo Spending too Spending the right Not
much time (TM) 1 ttle time (TL) amount of time JR applicable (N/A)

1 2 3 4

WlHILE AT HOME: TM TL JR N/A

121. Conimuting 1 2 3 4

122. Lawn Work 1 2 3 4

123. Home Repairs 1 2 3 4

124. Household Chores 1 2 3 4

125. Work on Car 1 2 3 4

326. Attending Church 1 2 3 4

127 Attending Clubs 1 2 3 4

128. Talking with Spouse 1 2 3 4

129. Talking with Children 1 2 3 4

130. Reading 1 2 3 4

131. Newspapers 1 2 3 4

132. Magazines 1 2 3 4

133. Books 1 2 3 4

134. Listening to Radio 1 2 3 4

135. W3tching TV 1 2 3 4

136. News 1 2 3 4

137. Sports 1 2 3 4

139. Mov 1 v 1 2 3 4

139. Specials on P.B.S. 1 2 3 4

140. Regular Prine-Time Shows 1 2 3 4
t:

141. Shopping 1 2 3 4

142. Budget Planning 1 2 3 4

143. Woodwork 1 2 3 4



Spending too Spending too Spending the right Not
much time (TM) little time (TL) amount of time (JR) applicable (N/A)

1 2 3 4

WHILE AT HOME: TM TL JR N/A

144. Going to Movies 1 2 3 4

145. Visiting Relatives 1 2 3 4

146. Sailing 1 2 3 4

147. Fishing 1 2 3 4

148. Hunting 1 2 3 4

149. Bowling 1 2 3 4

150. Tennis 1 2 3 4

151. Basketball 1 2 3 4

152. Golf 1 2 3 4

153. Picnics at Beach 1 2 3 4

154. Listening to Stereo/Phono/Tapes 1 2 3 4

155. Photography 1 2 3 4

156. Gardening 1 2 3 4

157. Eating Meals 1 2 3 4

158. Going to Parties 1 2 3 4

159. Night Life generally 1 2 3 4

160. Weekends with Family i 2 3 4

161. Planning How to Use Future Time 1 2 3 4

162. Sitting and Thinking 1 2 3 4

163. Continuing Education 1 2 3 4

164. Technical School 1 2 3 4

165. College Courses 1 2 3 4

166. Self-Improvement Seminars 1 2 3 4

167. Adult Education 1 2 3 4

168. Studying 1 2 3 4

169. Looking for a Better Job 1 2 3 4
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Spedig ooSpending too Spending t-he right Not

much time (TM) little time (TL) amount of time (JR) Applicable (N/A)

1 2 3 4

----------------------------------------------

WHILE AT NAVAL RESERVE DRILL _WORK): TM TL JR N/A

170. Attending Meetings 
1 2 3 4

171. Writing Reports 
1 2 3 4

172. Reading Official Correspondence 1 2 3 4

173. Talking to Visitors 1 2 3 4

174. Making Phone Calls 1 2 3 4

175. Planning Training Evolutions 1 2 3 4

176. Writing Memos 1 2 3 4

177. Watching Movies 1 2 3 4

178. Evaluating your Work 1 2 3 4

179. Talking with Supervisor 1 2 3 4

180. Talking with Subordinates 1 2 3 4

181. Talking with Peers 1 2 3 4

182. Talking with People in Other Units 1 2 3 4

183. Talking with Active Duty Personnel 1 2 3 4

184. Talking with People on REDCOM Staff 1 2 3 4

185. Making Decisions 1 2 3 4

186. Reading Instructions 1 2 3 4

187. Lunch 1 2 3 4

188. Coffee Breaks 1 2 3 4

189. Idle Chatter 1 2 3 4

190. Making Visits 1 2 3 4

191. Counseling 1 2 3 4

192. Daydreaming 1 2 3 4

193. Typing 1 2 3 4

194, Planning Projects 1 2 3 4

195, Evaiuating People 1 2 3 4

196. Scheduling your Time 1 2 3 4

197. Sitting and Staring 1 2 3 4

198. keading Profeissionnl Material 1 2 3 4

199. Assessing Needs of People You Serve 1 2 3 4

200, Working in Rate 2 3 4
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PART V: TRAINING

A. Instructions: The following section is concerned with training and
the structure of the Naval Reserve. ?lease indicate what you think is
the most appropriate answer to each of these questions.

201. Of the training you have received in the Naval Reserve which type
listed below has been the most significant and meaningful to you?

1. Classroom sessions
2. Practical Team Training
3. Hbnds on Exercises
4. Individual Study (Correspondence Courses)
5. ACDUTRAS
6. WETs
7. Administrative Assignments
8. Contributory Support Activities
9. Other

202. What type of training listed below has been the lea,-t significant
and meaningful?

1. Classroom sessions
2. Practical Team TraininS
3. Hands on Exercises
4. Individual Study (Correspondence Courses)
5. ACDUTRAS
6. WETs
7. Administrative Assignments
8. Contributory Support Activities
9. Other

203. Is the training you received drilling with your unit appropriate to
your rating/designator?

I. Yes, fully related
2. Moderately related
3. No. not related at all
4. Not applicable, did not receive any training

204. How do you rate the training you are receiving in the Naval 1eserve
as compared to what you expected?

I

1. Outstanding
2. Fxce I I..en t
3. Cood
4 1oo r
5. Unsaat tI snct ory
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205. From which of the following types of Naval Reserve participation do
you gain the greatest satisfaction?

1. Training programs located within the Reaerve Center
2. Directly working with active duty counterpart (afloat)
3. Directly working with active duty counterpart (ashore)
4. Community action programs
5. Adminirtration/lecture assignments
6. Other

206. If you receive the greatest satisfaction from Contributory Support
would you be willing to adjust your personal schedule to accozwodate
irregular contributory drill assignments?

1. Not applicable, I don't receive greatest satisfaction from
Contributory Support.

2. Yes r
3. No

207. Are you familiar generally with the restructuring of the Naval Reserve
in the last few years?

1. Yes
2. No

208. If yes, what. effect do you think the restructuring of Naval Reserve
Units has had on your Naval Reserv, training?

1. Positive effect
2. Negative eftect
3. No effect
4. Don't know
5. Not applicable, I did n1. au~weL yes to the previous question

209. What effect do yo-i think the restructuring of the Naval Reserve Units
will have on your continued affiliation in the Naval Reserve?
1. Posirive effect~i

2. NegaLlVe effect
3. No -efect
4. Don't know
5. Not applicable, I did not I:now about the planned restructuring

21U. |lave you heard about the Naval Reserve Readiness Command Concept?

1. Yes
2.NO

211. If yes, what offect Jo you think the Naval kRservw Readiness Commaul hi
Concept hi;s lind on yo.mur ovn Reserve Training?

1. Positive effect

2. Negative vlfect
.3. No effi-ct
14. Don't know
5. Not app3] cab'lu, I did not. antiw'r yo'' to the prevlo•i; queotion
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212. How do you feel any restructuring of the Naval Reserve program should
be accomplished?

1. Keep "as is" without change V
2. Restructure vnder the Readiness Command Concept 4
3. Make small changes only
4. Eliminate the Naval Reserve
5. Eliminate periodic drilling and replace with improved ACDUTRA

opportunities
6. Modify programs in some other manner not suggested above
7. Don't know

213. How would you feel about drilling more often aboard ships and stations
of the active forces, sliring regular drill as well as ou ACDUTRk?

1. Strongly approve 4. Disapprove in general
2. Approve in general 5. Strongly disapprove
3. Neutral

214. How would you feel about a greater use of the Navy Schools Command
facilities for Rese:ve Drills?

1. Strongly approve 4. Disapprove in general
2. Approve in general 5. Strongly disapprove
3. Neutral

215. How would you feel about fulfilling YoU drill and ACDUTRA obligation

totally during a 30-60 day unit-oriented tiaining program (thus having
no drills during the rest of the year)?

1. Strongly approve 4. Disapprove in general
2. Approve in general 5. Strongly disapprove
3. Neutral

216. Have you heard about the efforts of the Department of Defense to inf•-.,n

your employers of the National Council for Employer Support of the Guard hi
and Reserve? [

1. YeR 2. No

217. Hiave you heard about thc efforts of the Department of Defense to iu~t'rifl

your employers of your increased valuc to then as a result of the skills
leadership, and training you receive from your Reserve exper 4 ence? ii

1. Yes 2. No

218. If yes, do you think this infotmation will raise your status in the
eyes of your criph(yet?

1. Yes 2. No

219. What arc the chatices of advancing in rate/iank to a position that is

in keeping with your abilities?

1. No chance 2. 25% chance 3. 50% chance 4. 75% charnck 5. 100% chancv
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PART VI: LEADERSHIP

A. Instructions: For this section we are interested in hovy you would

duscribe the leadership in your Naval Reserve unit. In answering these
questions, first ask yourself, "Who is ny immediate supervisor?" Now read i
each item and determine how each statement applies to his/her leadership.
The last few questions apply to your officers rather than your IiMediate lv
supervisor.

Never Seldom Occasionally Often Always

12 3 4 5

220. My supervisor does little things to make it pleasant to be a member
of this unit. ,

1 2 3 4 5 i

221. My supervisor rules with an iron hand.

1 2 3 4 5

222. Mv supervisor criticizes poor work, Li
1 2 3 4 5 iI

223. My supervitsor keeps to himself.

1 2 3 4 5

224. My supervisor assigns unit members to particular tasks.

225. My supervisor acts without consulting the members of the unit.

1 2 3 4 5

226. My supervisor is approachable.

1 2 3 4 5

227. My supervisor asks that unit memters follow the chAin of comanand.

1 7 3 5

228. My supcrviaor letr unit membei& know what is expected of them.

1 2 3 4

229. My supc:-visor shows little if any concern for my individual welfare.

1 2 3 4 5

0 . My ;3upcrvisor r v!-, ,h:i o Il•01 ' I 11 mc L hin .

1 2 3 4 5

:I



NEVER SELDOM OCCASIONALLY OFTEN ALWAYS
1 2 3 4 5

----------------------------------------------------------------------------

231. My supervisor attempts to work out conflicts in our work group.

1 2 3 4 5

* 232. The Commanding Officer provides strong leadership to this unit.

1 2 3 4 5

233. In dealing with the Commissioned Officers in my unit, I have been
treated fairly.

1 2 3 4 5

234. The Commanding Officer takes a personal interest in my Naval Career.

12 3 4 5

235. The Petty Officers in my unit are forceful.

1 2 3 4 5

236. The Petty Officers in my unit are pessimistic about the Navy.

1 2 3 4 5

Li•

rC

L

L

f

GO TO THL NEXT PAGE
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iil
B. Instructions: The following are various types of behavior which a
supervisor (manager, leader) may engage in in relation to subordinatep.
Read each itom carefully and then mark the answer that indicates whnr
YOU would do if you were in your Naval Reserve supervisor's position.

Hake a Great Effort Tend to Tend to Avoid Make a Great Effort
to do this do this doing thOa to Avoid this

3 4

IF T WERE THE SUPERVISOR, I WOULD TRY TO;

237, Closely supervise my suhordinates in order to got better work jrom
them.

238. Set the goals and objectives for my subordinates and ns]e the'm on
the merits of in:, plans.

4- 3

2 19. Sot u11 controls to as,4urn that my subordinatAs are gattiug 1-,e job dii,.

24 0. Encournigo my subordinates to set thatr oun Aelg and ob.OCctiLw,.

1 2 3 ,

2 I. Makc stir, *hat my subordinates work le plannnod out for them.

1 3

C. 10. h k-, WI ' aTI IlV" LOWordl i tl t ks d li v to 0 eso t th1 y f L ot\ d afll' h 1ep.

1.2 3 ,

. . SI ot i is .soor, as r ports tq ndicn t- I hat tbl lol l s .14 41 ipping

1 2 3

2/i', Ptni•]i mV lropl," to meet ml ciodtil s if necesesarv.

] 2 3

2' ". liofjr('cjimjh jiiiot im.gs to koo1' in t oiuch with1 w..1int Is going on1.

A'1 i nodnm: orv molWdo ,l1 1



PART VII: ATTITUDES ABOUT WORK GEI.NERALLY

- A. htistructions: Listed below are a number of characteriutici which could
be present on any.job. People dliffer about how raich thay w.u'd like to
have each of these present in their curn jobs whetner they are military or
civilian. We 4re interested in learning how much von personally would like
to havy ench one present in your Job.

Very Important Important Neutral Unimportant Very Unimportant

1 .. 3 4 5

STAT F1ENTS

247. High respect from my co-workera.
1 235

248. Fair trcntment from my Aupervisor.

1 2 3

2149. Stimulating and challenging work.
1 2 34

250. Chance-s to oxeris~e Indepandont thought and action in ily Job.

1 .3 "4 S

2 .• . (.re t Job e kt'Urlity.

1 2 4

'2•,2. Very fr leudly co-workers and ploasant working climate.

1 "2 3 4

2v3. Opportnitith's to learn new things from my work.

1 2 3 4

11

255. (Good fringe benefits.

3 4

2)'1 Qi. Itck prolmoti onsatid advancement.

1 3 4 5

"257. Opporttnifties for perponal growth and development in my lob,

1 2 3 4 5

258. A svn, s of worth while nc,-omplismont in my work.

1 2 3 4 5

219. A tlotund rt, tIrt, ottt plan.

2 3 4



PART VI\I1: PARTICIPATION IN THE NAVAL RESERVE A
A. Imitructions: Ii this etection You are asked whether you or
dia~e with the following .Itatimlnts about your pArticipAtion in thke
Naval Hoe~irve. Ilse thlt following codes.

Stronglv A~reo Agree Don't Know PDsagree Strongly Disagree

12 3 4

STATWNTS

'00. Chi, of the things I like about being in th N,,.val Resaerve is that 1
it is really a special world that not everybody belongs to.

1 2I

1 like things that are Senerally thought of as typically Navy.
i-1 2 3 .

.It i Import ant to loenind ourselv'es that being In the Navy Is like
obeltg part of a big fami lv.

II

. ' I,. The Wholet Idei ,•t "going to sea" is a romantic and appeali jg ikvt-i
i 1 .' C 4

r T, i.''h slIFuall, "It 's 11"t itst i jT!, !t'..z, an ddveuturl',." is rcall' ti't&',

T,'. 1 dik not 1ike to call thingI by their NýIvy tiMaie0 Such as "decks,""Iu, k h I c ads ," "o\'1-114mds , " t•iC.I

T 'o ae a ''Shell ba:'k" ,•v a lnl,"r of" the "Orider of 'ta,'eellai" is :4
hi t gh h.'n'u . •

1 " 1 .'• ,I

'o7. No.ih ii . soon,,• mor" ;islls td to 1v mc atie to t•r' :ind U-c tveld \'ou r,, on
a aI "•il s (ip when \'L l 't ,( t he. N:ival Ro'etorve Center.

4V1 .' t'4

S. Olt.' 0of tlt' ma.,jor p roblems wilh the *l y I ta y ,I ge-neral and the ro rvi'',v

iii pirt ttuiar is, the amount of "Iike,, Nousn" things that ?got'a mi1.

* a tlIl•;."4ll'nl Is a coIIkt an part of1 life when 1 a1m1 at d1r1i11 .

Mo. ,o:C( of whit p;•,-ts5 lor I .1iining i ms eless and borIng.

i 1 :] 4 '



Strongly Aree 4-xve 11'1 t Know 1) 1 1grev Strongly lpaagl, rO

1 2 3 . 1

271. Tho N'avv seems to be more interented in my appearaice tharn my ab ilit\

to dil th' job.

272. 1 would not miind comning Lo drill tie much if I did not havc to gct a1
S~d V,,. , cd up.

• 7 I. II spito of what somne poople s.ay. he lot of the avavwt' • t llsted Rl',:'Vo\''

jW10'lC is got t i ,g b•_'I't t 1' VIt N I'.A

7"4. I Aw;ivs C,01\''n1''o i V my t ilOnd. t o IoIn my unit if they -11e ''C l ' IblC.

1 : 3 ,

27'). 1 p'erona I ly fcol that our untht iao -i grrem tituva.

1 2 "3 .*

27h. y, ua can'( 11I1p woderting whother i&wi lwii ,,,,co rn' I' WFi . ho N-,v Is
wort hw~htile.

1 2 A

2 77. Mv c 1\'tI i.11 boss is Ilot ):41t i-kUlArlv happy bO 11 the t t tmc 1 :;I'tnd

at the Reserve (oulter.

7 ZS. Most of riv friends think I im smart to be in the ClioNal Rv .,ivve\

1 2 3 .;

(11 not marl-tvd. skip, to 11etio Aioll "SI)
27q. Mv spouse Is very supportive of my p~rticipation in the IwServe program.

1 2 3 4 .4

280. NMv .pousto is undoretand ing about iv hlnving to go onl Act lyeOw U for

rra Iining ,\CIf' rRA).

61O Till NI2T VAtT
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B. Iustructioni. Liated helow are a number of statements that may
dsscribo vziric'ua Naval Reý,arva units. RAte how true or false you think
V.3Ch1 st ItOmt'TI t IS

D'lefilittely F.1 al F.'1 Ise undecided Mostly True Definitely T'ru.

1 2 3 4

STATEMFNTS

281. Ilhe work activities in this unit aire sensibly organized.

1 2 3 4 5

282. Tb i. unit does a poor Job in putting out thhe wor.'.
1 2 3 4 5

283. The ichin of comtmand is r.ceprive to ideas and suggestions.

1 2 3 ,.

284. Members of this unit work together to solve Job related problems.

1 2 3 . 5

' S' . Women shoui ld not be il the Naval lRoserve.
I ~2 345

286. Wo~mon are tr,,ated fiirly Iin the Naval Revserve.I

`8 7. Moinl'irs of ethnic minori ties such ais Bl acks and 01'1011tals 'Ire tl-relt id
fai ilv in the Naval Reerve.

1 2 3 .45

3F

288. Tlhert, is equtal opportunity for Job assignment il th0s unit.

2SQ. ]'eople In this connmand discourage favoritism. C

1 2 3 4 5

700. "If 1 had ;a buddy who was probablv going to drop out of the unit
I would talk with him and try to change his mind.

I23 .4 %

2) I1. if thlere were a ptarson in the ttit who nseded he'lp badlv becalnst he
was out of work, the members of this iniit would most likely come to
his iSSiStLIllict.

1 2 3 4 9

3d
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Il

Ii) It o I v Fal.o F.1 so 1l'e o dd ,, ,. hutly True Do. rmite, Tule"'

4-

3O .4 I. I 'W'vo , olt-ved a g.iZo, l 'oh it t .1 1 the" 1 0'At io , I -vu d ,'I d, \' ,1 0V

wh'thl, thore '..'as a Naval R•GI.e'v. Ct','uto'r n'airbv bV.c0v ACC', lu, tih,'

,os it jit'l.

305. My c'ivilian Job requires, my m.orkiiig irrgul-ar hour-.

30t(. 111 m" civilita job, I wor'k shifts.

3 'A

COt To fIlM' NIAT I'A61'l
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PART IX: GENE.RAL SOCIAL QUESTIONS

A. Instructions: Now 1 would like to ask you a few questions about your
ideas concerning American society generally. Please indicate whether you
agro or disagree with each statement.

Strongly Agree Agree Don't Know Disagree Strongly Disagree

1 2 3 4 5

308, Ord,'uairv citizens ought to feel obligated to engage in some form of
full-time public service (not necessarily the military service) while
they are young.

1 2 3 5

309. A good citit en h,,3 a 1duty to help out in the cotMunlity like doing
church work or belonging to a civic club.

1 23 45

310. 1 woxuld have felt like I neglected my duty if I lad not joined thc
m ! i tarv.

'3 4

311. In tht-se days, loyalty to the established American way is the most
important requirement of a good citizen.

312. The average American citizen does not show enough respect for the
U.S. Flag.

313. Young people should be taught to be more obedient and to hliive i,.,ore

ropct'-t for authority.

314. Whatever best serves the inter-sts of our governmset is gen eral l
right.

1 2• 3

315. America has reached a higher rtate of civilization than any ether
count. ', ini the wo'rld and ,ks a consequence has a culture which is
superior to any other.

1 23 5

316. It is the duty of a person to do his Job the very best he can.

1 2 3 •4
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$crotngly iv ree d rt' 1\mtct Ktlow Ili saree Strongly I'lagrev

117. 1 feel t'very bad when I have railed to finigh a Job I proraibed I wokild

'10.

315 I eca.tise many of the aminor polttical parties werelv confuse nAttionlil
issue,,, a11 pol it ical part ies ,xcept the two majnt oIones should b'e
.0,o]' i she'.

1 3

31'). A larItI ' m'1*L't'd1tAjCe of t.-'..s which c/iti:ec g pav is w isted ii at, eft,,tt

t, ed,'.i t ' I vidutuals who are not worthN of beiu$ eduCaIted.

320. Certaitl licUi$ is sectst who.se 1,cliafa do itt permit the• to' sAhittt"

the Il 10101ul.,i either be f,,'od to conform or else, be abolish,,,d.

1 23

32I. Mtnor forrs of mi littarv trt I irtg such as drill. marching, aind simpltc
convands should be made a pArt of the olementarv schoo 1 vdic,-t I,,on.0

3.2. (conveti,,nal wan )te ween the U S. and another tv tion i • .Iilw-ivs a

r, 1 t,,2P, 3 ~

3-' N '1 ou: '-'ai i* ti'K v Withiln 15 VdArs.

3 1.101i. tted nuiclear war 'between the U .S. mnd torm',iuntist forces is likclv i
within il V years.

3.5. Pic Vi\etnatn Coniflict Is a gooJ xampla of the fact that the 'onnmi.st s
Lirre determuined to conquer the world.

, All 1 .iis arC itnvoral.
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Strongly Agree Agree Don't Know Disagree Strongly Disagree

1 2 3 45 I

327. World War II was a just war. ii
1 2 3 4 5

328. The Vietnam War was a lust wa. r.

1 23 5

329. It sometimes bothers me that I am a member of an organization, the Naval

Reserve, that is organized for the purpose of fighting wars.

1 2 3 4 5

330. People mostly Just look out for themselves. '1
1 2 3 4 5

331. Generally speaking most people can be trusted.

2 2 3 4 5

332. Most of the time, people try to be helpful. i
1 2 3 4 5

333. Most people would try to take advantage of you if they got the chance. I
1 2 3 4 5 '1

334. You cannot be too careful in dealing with people.

1 2 3 4 5

335. Our country would be a lot better off if we didn't have so many elections
and people didn't have to vote so often.

1 2 3 4 5

336. What this country needs is strong leaders who do what they think is
right regardless of public opinion.

1 2 3 4 5

GO TO THE NEXT PAGE
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b. Instruct tons: In this section, select an answer that appears under
VcCh qIelkt ion.

----------

337, Are you very interested in politics?

I. Vezry interesred
2. Somewhat int~erstid
3. Neutral
4. Not much interest
5. Not int rested at all 1

338. Do you talk politics? t

2. No

3. Uncert a i n

339. Are you registered to vote'

1 . Yes
2. No
3. Uncertain

340. Did you vote in the last general election for President?

1. Yes
2. No
3. Uncertain

341. Have you ever done any campaigning other than giving money?

1. Yes
2. No
3. Uncertain

342. Do you think of yourself as Republican, Indepondent, Demoerat or
some "Third" party?

1. Strong Democrat
2. Weak Democrat
3. Independent
4, Weak Republican
5. Strong Republican
6. Weak Third-Party Member
7. Strong Third-Party Member
8. I don't think of political parties at all
9. Uncertain
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343. Do you tend to think of yourself aa politically Conservative or
Liberal?

1 Very Conservative V
2. Conservative
3. Moderate •4. Liberal

5. Very Liberal
6. I have never thought of it before

344. When it comes to foreign policy, do you think we shc ild be forceful
or restrained?

1. Very forceful
2. Forceful
3. Moderate

4. Restrained
5. Very restrained
6. Uncertain

345. Some people think that the National Government is not doing enough
in the area of National Defense. Do you?

1. Strongly agree
2. Agree
3. Don't know
4. Strongly disagree

346. Now do you think there is any difference between the way the Democrats
and the Republicars or other parties feel or, this issue?

1. Democrats will normally spend more on defense than other parties
2. Republicans will normally spend more on defense than other parties
3. Both major parties are about the same
4. I'm not sure

347. What is your religion?

1. Protestant
2. Catholic
3. 7-wish

4. Other
5. None

348. Do you tend to think of yourself as a religious person?

1. Very religious
2. Moderately religious
3. Not religious
4. Not religious at all
5. Uncertain

349. If you have any general comments concerning the Naval Reserve, please
write them on the back of the answer sheet, amd circle number 349 on
the aniwer sheet.

THANK YOU FOR TAKING THE,
:,7 TIME TO ANSWER TillS

QUESTIONNAIRE'



ANWEIR SHEET/NAVRESREDCOM REG SEVEN RETENTION STUDY 1979
INSTRUCTIONS: Circle the appropriate number for each question. SER 1801

Note that for question 24 you should circle your
actual age as of your last birthday.

PLEASE ENTER YOUR SOCIAL SECURITY NUMBER HERE

PART I Standard SECTION B
Background Questions

22. 0 1 2 40. 0 1
1. 12 0123456789 1234567890

2. 1 2 4 4 5 23. 0 1 2 3 4 5 6 7 8 9 41. 0o1--
3 1224364 5_6_78_9 I 7 78 9

3. i 2 3 4 56 7

24. 0 1 2 3 1 5 6 7 8 9 42. 0 1
4. 123456 0 123456789 01 2 34 5 67

5. 2 3 4 5 6 7 8 9 25. 1 2 43. 01
0123 567 9

6. 1 2 3 4 26. 1 2 3 4 5 6 7
44. 1 2 3 4 5

7. 1 2 27. 1 2 3 4 5 6 7
45. 1 2 3 , 5

8. 1 2 3 4 5 28. 1 2 3 4 5 6 7
46 1 2 3 4 5 6

9. 1 2 3 45 29. 1 23 4
47. 1 2 3 4 5

10. 1 2 30. 1 2 3 4 5 6
46. 1 2 3 4 5

11. 1 2 3 4 5 6 31. 1 2
49. 1 2 3 4 5

12. 0 1 2 3 4 5 6 7 8 9 32. 1 2 3 4 5 6 7 8
0123456789 50. 123456

33. 0 1 2 3 4 5 6 7 8 9
13. 0 1 2 3 4 5 6 7 8 9 0 1 2 3 4 5 6 7 8 9 51. 1 2 3 4 5

12345 0123456789
-0 1 2 3 4 5 677-8 9 52. 1 2 3 4 5

14. 0 1 2 34 5 6 7 PART II Section A Retention
0 1 2 34 5 6789 53. 1 2 3 4 5
0 1 2 3 4 5 34. 1 2 3 4 5

54. 1 2 3 4 5
15. 1 2 3 4 5 6 35. 1 2

55. 1 2 3 4 5
16. 1 2 3 4 5 6 36. 1 2 3 4 5

__56. 1_2__2345
17. 1 2 3 4 5 6 7 8 9 37. 0 1 2 3 4 5 6 789

0 1 2 3 4 5 6 7 8 9 57. 1 2 34 5
18. 1 2 3 4 5 6

38. 0 1 2 3 4 5 6 7 8 9 58. 1 2 3 , 5
19. 1 2 3 45 6 78 012 34 5 67 8 9

20. 1 2 3 4 5 6 7 8 9 39. 0 1 2 3 4 5 6 7 8 9
0123456789

S21. 1234567

r'age 1
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INSTRUCTIONS: Circle the appropriate numoer for each question. SER A_._-.

PART III SECTION A 84. 1 2 3 4 5 109. 1 2 3 4 5 j

Work Sati3faction (Cont'd)
85. 1 2 3 4 5 110. 1 2 3 4 5

59. 12345 4b
86. 12 3 4 5 111. 1 2 3 4 5

60. 12345

61. 12345 87. 1 2 3 4 5 112. 1 2 3 4 5

62. 12 34A588 1234511.12345
88. 1 2 3 4 5 113. 1 2 3 4 5

62 12 4589. 12 3 4 5 114. 1 2 34 5

63. 12345 4
90. 1 2 3 4 5 115. 1 2 3 4 5

64. 1 2 3 4 5
91. 1 2 3 4 5 116. 1 2 3 4 5

65. 12345
92. 1 2 3 4 5 117. 1 2 3 4 5

66. 1 2 3 4 5

67, 1 2 3 4 5 93. 1 2 3 4 5 118. 1 2 3 4 5

94 1 2 3 4 5 119. 1 2 3 4 5
68. 12.345

95. 1 2 3 4 5 120. 1 2 3 4 5

69. 12345

70._ 1_2_3_4_ 5 96. 1 2 3 4 5 PART IV Time Utilization

_97. 1 2 3 4 5 127. 1 2 3 4

SECTION 8
SECTION C 122. 1 2 3 4

71. 12345

72.98. 
2 3 4 5 123. 2 3 4

73. 1 2 34599. 1 2 3 4 5 124. 1 2 3 4

100. 1 2 3 4 5 125. 1 2 3 4

74. 1 2 3 4 5
102. 1 2 3 4 5 126. 1 2 3 4

76. 1 2 3 4 5
102. 1 2 3 4 5 127. 1 2 3 4

76. 12345
103. 1 2 3 4 5 128. 1 2 3 4

77. 1 2 3 4 5

78. 12345

104. 1 2 3 4 5 129. 1 2 3 4
0. 1 2 3 4 51

106. 1 2 3 4 5 132. 1 2 3 4
80. 1 2 3 4 5

107. 1 2 3 4 5 133. 1 2 3 4

819. 12345

108. 1 2 3 4 5 133. 1 2 3 4

82. 1 2 3 4 5
83. 12345

83. 1 2 3P4 5

;. Page 2



SNh•RUCT I ONS Circle the nppuoprlae rumbor for tac:h q1l___,__ion. SLR_.....

PART IV dil-7 A (C-,', )

134. 1 ? 4 1 1)8. 1 .9 5 4 185. 1 2 3 4

i h.' 1 2 3 4 1 v9. 1 .' ,1 1, 1 3 4

136. 2 3 4 100. 1 ' , .1 18/, 1 3 4

1 37. I 2 3 4 WI .> 1 2' '4 188. 1 ' 3 4

1 . 1 2 3 4 l(.'. 1 2 3 .1 1 2 3 .1

139. 1 1 , 4 1e,5. 1 2 , 4 1'>0. 1 3 .1

140. 1 2 .1 1,4. I . 5 1 19 1. 1 . 5 1

141. 1 4 1 4l . 1 2 4 192. 1 .2 .1

14 1. 5 5 4 (,(1. 1 2 4 "l . I 4 3 4

l4 I. 1 2 ` .l W I. 1 ' 4 1 Q ,. 1 2 I .1

144. 1 1 Q , 4 1 ). 1 1 , ,

145. 1 2 " 4 169. 1 2' 3 4 I0(*1, I : 3 4

146. 1 2 4 1'9. I ;' I 4 1"I. 1 2 , 4

140. 1 S 4 111 4 O.125'

141.. 1 171. 1 . 4 1' . 1 2 , 4

148. 1 A, 1 I L'5 1 2 5 4 200. 1 3 4,W

14). 2 5 4 . 1 11 3 , I'A!I1 V: .'1tCN A

1 r,1i N ii

15•1. 1 2 3• 4 17',. I .' 3 4

IS?, 1 2 3 4 17ht. 1 2 , 4
02]'. 1 2 S 4 ', 7 11 Q

i53. 1 , 3 41 17,'. 1 ' 2 4
205. 1, :' 3 4

154, 1 A 4 118. 1 • 1
2 04. 11 3 4 4

It,', 1 2' 5 4 1',". 1 ' , 4

l')b. 1 ? '20'. 1 2 . " , ,

4 180. 1 ,

1.. 1 '23 4 1 . 1 2 1 4
107. 1 4

SI 02. 1 2 3, 4

i ?018..1I 2 3 4

-. -' -- •



iNs tiuclI ONS I),,- fr vacli t-, i

FAINl V 'J-CI ION A

'0). .2 .I .''. I ' 4 ''A~f ViIl oc,-l ion A

Part ic[clpal [on Il rh'
4 N,.21 . I 2 . 1", 4 ,

"I1, ,' 3 4 '5 . 6. 4 I,(.. I . I '

.1'..1•,.I~ I ' .. '(. 1 " "• ,4 ,

44

VI "' C-A

""AIN I V, 1"' , CI I ON A

:Q. I
PAY V I SI Cl I~~ION A ' . N'. 1;. ~ .

"o .. 1 ' , '1
",... 1 1, .1'',.1

"2.1. 1 ' 7' . ', "t',,.'r I A" il "~ ' * MI W n

;'." , " • 1 ',." ,' 1 '.1.1 '

"27 .2 1 " .1 ' ,

. '1 . 1 ' • . I 1 ,i -.' ' 1 . , '2 ,' .0. 1 2 , ," ',2

',11 . I ' ', .1 ,|

S-[("T lION- ii
' I . , . " , I ' .. . .. '... .

.',:1.1. 1 ' , I '-"1 ' , . " ' • .1 ' , " . 2 . 1 ',

* 1 .1( .1



IN TRUCTI ONS: ClrcIl tho approprlate numbor for oach quos Ion s IF-1

PARI1 VIII Sf.'1 ION A
(.On t I M0dt )

2834. 1 3 5 4 3 305. 1 2 5 1 b 326. 1 2 15 ,

3 .1
287. 1 .2 .1 ',F'Al•lI xI ,:t'lIoN A - 4..). 1 2 .1 4'

_____ I I I Qi IO1200 . 1 " ', 4 '1 ' 1 1 " . ',
4 0'}Th 1 .' 3 .11

M,1 1. 2 4. .1 4
2')0. ¶ 2,1 *,1 2,3 4 r

.1I0. 1 k .1 's ,1.11. 11.2 .. 1 ' SS.I S'.

;',2(i 2 , . ', t St,. 1 . 4

1-)l 2 L• . '' iON• K ,

4.1). 1 " 1 I '

1 2.4. .1 1 S, . 1 .,

I, fl' Yo 1,.| ) O M l o o I ko vui ,c -i , Ilt .iv , .I "o, i I .1 I, t,

i h011 Ofl ilit' h k k 0 I li '.' 1-W 'i t•'w ,t w d k cIo ,u lor; \ Y 1

"". 1. .I I, .1 "

>8.,1..1 ..1 .1 s,

S• I 1. 1 -,

5.",. 1 ' 5,.1' ',

1i 21 g .1'

"".14..1I .' .. 1

t,.'). I{ 4u .'v'. 1 '.'mun 4..]m~ t, -,l• ,' Lr, h ,N • nl R ,.,',, l' •n ;•• l

I t) IAKI N; fiHlI 1IMI 10 t0M'iII I 1 III A L'. ,I '.I I.t•hNA I Id
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A~'-~ ~ NAVAL. RIESERVE HEADINESS COMM(AND REG'iON SEVVN -
NAVAL BASE

CR&RLUTroN. SOUTH CAROUNA 29408 IN PLV RKFU. YO,

Code 52

From: Commander, Naval Reserve Readiness Command Region SEVEN
To: Distribution

Subj: Naval Reserve Retention Survey,

Encl: (1) Naval Reserve Readiness Command Region SEVEN Retention Study
Report Number One

1. Enclosure (1) is the first in a series of reports resulting from a
recently completed command-wide retention survey in which all Naval
Peserve personnel drilling in Region SEVEN participated. Future reports
in this series w-ill more narrowly focus on specific retention subjects
identified herein.

2, Alth,-ugh this report addresses re.t'nrion in Region SEVEN, it is
interesting to compare the results with a 1974 study conducted by the
Chief of Naval Reseive within the Eleventh Naval District. Such a
comparison lends support to the possibilit tehat the retention problems
identified in Regicn SEVLN may not be particular to this Region but are,
in fact, generally prevalent throughout the Naval Reserve.

3. Because Naval Reserve personnel retention is such a key, important
issue and national input is needed in this regard, the Chief of Naval
Reserve has directed that a national random sample survey be conducted.
The national survey will be supervised by Readiness Command Region SEVEN
and %ill be conducted during January - March 1980. The findings of this
national effort are expected to be disseminated during August, ].980.

4. Your conmuents are invited and will be welcomed as constructive additions
to the resolution of a major problem within the Naval Reserve. Point of
contact is CDR M. L. Boykin (REDCOM SEVEN Code 52) or LCDR H. L. Merritt,
Autovon 794-4402/FTS 679-4402.

_ -

Win. J. GILMORE

Distribu:ion:
SNDL A2A (CNR only) Code 452
A3 (G2•O) OP-OlP/OP-9R/OP-1360D (Retention)
A5 (CHNATAERS only) NMPC-9
E3A (NLR only) Technical Information Division
FR3 (NAS; FR4 (NAF); FR5 (NARU); FR9 (NAVRES;KEDCOM REGS)
?T87 (HR1M School) NAS Memphis
liON P. A. PIERiE (OASA)
Armed Forces Reserve Policy Board, Wash., DC
National Naval Reserve Policy Board, Wash., DC
Defense Documentation Center, Wnsh. DC

Army Res_.arc'- Institute, Rossly,'ý,, \'k

[- Occupational Research Division, LacklUind, j'B, I',9


